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ABSIHACT 

This report represents the first year record of the 
Manpower Leadership Education Project. This inaugural effort tovard 
cooperative manpower .\<Qadership training between a labor departmeiit 
base and university occupational education base was made possible by 
a contract between the Michigan Department of Labor, Bureau of 
Manpower, and the Dniversity of Michigan, School of Education, 
Occupational Education Programs. A cross-campus, interdisciplinary 
approach was used in delivery of traiijLng. The report contains four 
primary components: (1) overview chapter, (2) 1975-1976 results 
chapter, (3) evaluation and recommendations chapter, and (4) 
appendices with supportive data. (Author) 
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INTRODUCTION 



This report represents the first year record of the Manpower Leader- 
ship Education Project, This inaugu:ral effort toward cooperative manpower 
leadership training between a labor department base and university occvtpa- 
tional education base was made possil^le by a contract between the Michigan 
Department of Labor, Bureau of Manpwer, and the University of Michigan, 
School of Education, Occupational Education Progran^. A cross-canpus, in- 
terdisciplinary approach was used in delivery of training. The MLEP staff 
was in5)ressed by the interest and enthusiasm engendered during 1975-1976. 

The report contains four primary conponents: a) overview chapter, 
b) 1975-1976 results chapter, c) evad-uation and recommendations chapter, 
and d) appendices with supportive data. The project staff offers this 
report for your information and use. We welcome your reactions. 
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CHAPT^ir I 
PROJECT OVERVIEW 

This chapter ^rgaXiiz^d 3S ^ cl^x*<^no logical reverse. Three sub- 
headings formed the jj^^^ewo^'^ fo^iow^. Program Abstract, what the 
program was; Project j^^^igm ll^w th^ program wa^ developed and implemented; 
and. Project Rationa;]^^* wh^ "the pro^ain ^as needed. 

The Manpower j^^^4e5:»sl^ip PrOg^aJ" (MI^P) Wa5 dually tailored toward 
leadership and manpo;^^-^^ Th^ MlP w^s ^ graduate* in-service, credit-accru- 
ing approach to the j^/^^aration of ^na^lP^e^ planners, administrators, and 
operators . 

The MLP cours^^ incoiT^or^ated fie^d-based externships , field-based 
mini-seminars, camp^^/J^^Sed i^^ten^ive bourses, and field-based independent 
study. Each course ^^/^ faci^^'^ateci ^ jiigh-t^lent cadre of persons pos- 
sessing leadership ^^^^ m^Pc^wer ^xP^^ti^e- N^ne university and approxi- 
mately thirty non-un^V^^sity person^ cotj^p^^ised the cadre. 

The MLP core ^^^^ist^d of tw^n^y semester hours fashioned toward the 
participant's needs applicable tov'^^d ^ thir'ty-semester-hour Master's 
Degree in Education* '^e te^^-Semes^ter-hour balance needed to complete the 
master's degree coul^ el^^t^d ^^gular university offerings. The 

elections related to j;;^^h tl^e par^iciipat^^ts needs and interests. The MLP 
core Wcis as follows : 
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TERM I COURSES TERM II COURSES TERM III COURSES 

E518 Extdraship (2) E518 Ekternship (2) ES61 Independent 

Study (2) 

E663 Seminar I Ci) E663 Seminar II (2) 

J607 Career Development (2) B650 Theories Admin. Org, 

and Leadership (2) 

SW610 Human Resoul^ces Pro- 
grams (2) EC42^ Labor Market Infor- 
mation (3) 



9 Semester Hours 9 Semester Hours 2 Semester Hours 

The focus for the various M'^^ core courses follows: 

E518 Field-Based Extemship 

The extemship was a competency-based extension of the oa-campus 
program. In coTii)ination with the seminar sessions, the extemship provided 
a planned j individually prescribed program of educational field experiences * 
Extemship ejcperiences were selected with the mtitual agreement of the stu- 
dent, the participating agency, and The University of Michigan. Primary 
eKphasis was placed upon satisfying the educational neads of the individual 
learner. 



£6631 Seminar: I 

Seminar I provided the participants with the opportxmity to develop 
a comprehensive awareness and landers tan ding of components of manpower pro- 
gram develofpment . The seminar focused upon the utiliM;tion and application 
of problem-solving techniques with special attention toward the following 
topic areas: 

1. Manpower le'^islation: present, future, and past. 

2. Federal, state, and local roles and responsibilities. 

3. Funding resources and guidelines. 

^. Identification of client-centered needs. 
5. Manpower program development. 



J607 Environmental Information 

This course was designed to facilitate the development of skills 
which would enable the learners to translate current theories of career 
development into viable career guidance programs . Broad goals of the course 
included: 1) knowledge of career development theories; 2) ability to 
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translate those theories into specific program goals based on client needs; 
3) ability to design a career guidance program to meet these goals using a 
variety of guidance strategies; and ^) ability to implement, evaluate, and 
renew the career guidance program. Special emphasis was given to providing 
information relevant to the older youth and adult population and to a variety 
of organizational settings. The final outcome of the course was an increased 
le ax*ner ability to design and implement career gtiidance programs for their 
current work setting. 



SW610 Human Resources Programs 

The course examined the range of human service agency alternatives 
available as a response to economic disadvantageroent . The cou3?se was 
examined from two perspectives: the needs of the client and the agency 
organization of the program to serve the client. The conceptual framework 
was from a social work and human service perspective. 



E663 Seminar II 

This seminar focused upon the development and application of: 
1) planning skills, 2) operating skills, and 3) evaluation skills as they 
related to the delivery of manpower programs and services • 

The seminar enabled the participant to apply key skills toward the 
development and implementation of: 

1. Operational and organizational guidelines. 

2. Enployment delivery systems. 

3. Educational delivery systems, 

4. Occupational information systems. 

5. Manpower support services. 

B650 Theories of Administrative Organization 
and Leadership 

This course exposed the learners to selected portions of the rele- 
vant professional literature in organizational, administrative, and leader- 
ship theory. Within the general context of the issues, problems and 
opportunities which reside in the area of manpower utilization and develop- 
ment, the course provided the opportunity for learners to integrate more 
theoretical knowledge with their own professional and practical experiences. 
Special attention was given to relating knowledge and skills to the person's 
current work place. 



EC42U Labor Market Information 

The course examined sources, uses, strengths and limitations of labor 
market information which prime sponsors must use to develop, evaluate and 
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monitor their plans of service. A conceptual background was presented for 
each topic area so that data uses could be better understood • The conceptual 
fpaiuework was from an economics perspective. 



E561 Independent Study 

Following a self-assessment of strengths, concerns, and interests, 
the student developed a learning contract designed to build upon previous 
courses. Learning esq^eriences were jointly identified by the student and 
instructor and fashioned to meet the student's needs. 



The MLP delivery design blended the field-based extemship, four weeks 
of intensive campus instruction, seven weekend sessions, six field-abased mini- 
seminars, and independent study into practical/ theoretical manpower leadership 
education. The MLP responsibilities were directed and coordinated by 
Daniel E. Vogler and Joseph V. Tuma. 



Project Design 



The central problems addressed in designing and implementing a Man- 
power Leadership Prograiii were as indicated below. 

a. Could a cadre of 18-24 Michigan manpower enplpyees, possessing 
characteristics for success as manpower leaders , be identified 
and recruited for a 1975-1376 program? 

b. Could the necessary instructional organization, academic clear- 
ances , and local constraints be addressed in order to provide an 
MLP? 

c. Could the necessary human resources and soft^waa?e be identified 
to execute the MLP? 

d. CoiiLd state-oriented workshops be developed to complement the 
MLP? 

e. Could plans be developed to continue and/or expand manpower 
leadership education for 1976-1977? 

f . Could a recruitment program be developed which would promote a 
continuation of the 1975-1976 project? 
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The central problems were the basis for the project *s objectives. 
The objectives are listed below: 

1. To recrtiit, for 1975-76, 18-2H Michigan Manpower employees who 
have a high probability for success as manpower leaders. 

2. To provide an MLP, 

3. To identify and/or develop, through Vhe University of Michigan, 
human resources and soft-ware which can provide personnel support 
to Michigan manpower organizations, 

^. To design and offer three manpower leadership workshops for 50 
existing manpower leaders. 

5. To develop plans and proposals for continued and/or expanded man- 
power personnel education during 1976-1977. 

6, To recruit and select participants for manpower personnel educa- 
tion for 1976-1977, 

The objectives were addressed through execution of the tasks detailed 
in Figure I-l, The tasks were interfaced with the Program Curriculum Outline 
presented in Figure 1-2. Course syllabi were developed by respective dis- 
ciplinary experts from competencies identified from a review of the literattire. 
The competencies, identified as part of a Michigan Bureau of Manpower Contract 
75-103E-B^-l, may be found in Appendix A. The course syllabi used to deliver 
the courses may be found in Appendix B. 

Project Rationale 

Since 1961, manpower programs have been a formal and statutory ac- 
tivity having both federal and state government support. Several billions 
of dollars have been appropriated to formalized manpower programs. These 
monies were provided in recognition of an extremely fluid and often uncertain 
labor force. Technology, market actions and reactions, international un- 
certainties, and a myriad of other factors have influenced employment levels. 
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FIGURE M: Task-Timeline Chart of Hanpower Leadership Program 
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FIGURE M: Task-Timeline Chart of Manpower Leadership Program Tasks (Continued) 
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TERM I COURSES 



TERM II COURSES 



TERM III COURSES 



E518 Externship (2) 
E663 Seminar I (3) 



E518 Externship (2) 
E663 Seminar II (2) 



J607 Career Development (2) B650 Theories Admin. Org. 

and Leadership (2) 

SW610 Human Resoiarces Pro- 
grams (2) ECi|2i| Labor Market Infor- 
mation (3) 



9 Semester Hours 



Semester Hoiirs 



E561 Independent 
Study (2) 



2 Semester Hours 



TIME SCHEDULE 



September 5 (6) 
8-i2 
15-19 
22-26(27) 
29-30 



October 



November 



December 



1-3 

6-10 
13i-i7 
20-2i+ 
27-31(3.) 

3-. 7 
10-1*+ 
17-21 
2'+-28 

1-5 

8-12(13) 



Fall Term 

Campus: Registration, planning 
Extern Visits 
Extern Visits 

Campus: Seminar Friday p.m., and Saturday 



Campus: Guidance and Social Work Courses 
Field-Based Mini-Seminar; Extern Visits 
Field-Based Mini-Seminar; Extern Visits 
Campus: Seminar Friday p.m., and Saturday 

Field-Based Mini-Seminar; Extern Visits 
Field-Based Mini-Seminar; Extern Visits 
Campus: Guidance and Social Work Courses 
Field-Based Mini-Seminar; Extern Visits 

Field- Based Mini-Seminar; Extern Visits 
Campus: Seminar Friday p.m., and Saturday 



Winter Term 

January 5-9(10) Campus: Seminar Friday p.m., and Saturday 
12-16 

19-23 Campus: Economics and Administration Courses 

26-30 Field-Based Mini-Seminar; Extern Visits 



FIGURE 1-2: Program Curriculum Outline 
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February 2-6 Field-Based Mini-Seminar; Extern Visits 

9-13 Field-Based Mini-Seminar; Extern Visits 

16-20 Campus: Economics and Administration Courses 

23-27 Field-Based Mini-Seminar; Extern Visits 

March 1-5 Field-Based Mini-Seminar; Extern Visits 

8-12 

15-19(20) Campus: Seminar Friday p.m., and Saturday 

22-26 Field-Based Mini-Seminar; Extern Visits 

29-31 Field-Based Mini-Seminar; Extern Visits 

April 1-2(3) Campus: Seminar Friday p.m., and Saturday 

5-9 Field-Based Mini-Seminar; Extern Visits 

12-16(17) Field-Based Mini-Seminar; Extern Visits 

19-23 Field-Based Mini-Seminar; Extern Visits 



May/ June 



Spring Half Term 
Independent Study 



FIGURE 1-2: Program Curriculum Outline (Continued) 



EKLC 



occupational demand, job characteristics, and broad shifts in governmental 
program emphasis. 

The past decade has revealed that appropriations, standing by them- 
selves, were no guarantor that manpower programs would increase employment 
and decrease underemployment. The assximption that leadership capabilities 
would automatically emerge if the money were available was not viable. 

Leadership, is the influence that individuals exercise to cause 
movement of individuals and the organizations they comprise toward specified 
goals. Leadership in manpower planning, programming, and operation is the 
essential ingredien'' for successful results for employment and training for 
employment. This leadership requires the development of personnel who under- 
stand the dynamics of the labor market, the needs of people, and the ability 
to serve effectively as an agent of chamge wi^ style and 

behavior patterns of organizations and institutions, 

19 
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A Planning contract (75-103E-B4-^) to study professional training and 
developiJ^^nt of Michigan manpower personnel was negotiated between the Insti- 
tute of Labor and Industrial Relations of The University of Michigan, and 
the Biar^^U of Manpower of the Michigan Department of Labor- The purpose of 
the con^^^ct was to develop a feasible, responsive, professional-level, aca- 
demic t^^ining program for Michigan manpower personnel who aspire to careers 
in raanp^^^ planning, administration, and operation. 

A m^il survey was conducted to identify the current status of ex 
perienc^^^ education, age, sex, and race for Michigan Manpower personnel. 
Ninete^" of the thirty-three Prime and Sub-prime Sponsors responded to the 
survey. The following -^scribe^s the population. 

1. App^ximately 75% .J the surveyed group had less than four 
years of expet^ience in manpower. 

2. Approximately half the surveyed group possessed a bachelor's 
degree. A projection of data suggested that about 300 persons 
had bachelor degrees. 

3. The majors within the bachelor degrees varied considerably. No 
dominant major emerged. 

^. Approximately 75% of the group surveyed were between 2«f and U5 
years old. 

Men and women were about the same in number. 

6. Whites and non-whites vrere about the same in number. 

Regional meetings were held to seek opinions about personnel develop- 
ment, 'fh^ directors* views supported the data reported earlier. The direc- 
tors v^Seci that programs ^or personnel development be launched. 

An ad hoc review conference was held to receive expert opinion. 
Repre^^^t^T^^^^n from The University of Michigan, other Michigan colleges and 
uni verities, Michigan Department of Labor, (J.S. Department of Labor, U.S. 
Office ^f ^jdacation, Michigan Department of Education, United Auto Workers, 

20 
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Michigan Association of Private Vocational Schools, private foundations s 
and the U.S. Congress were invited. The ad hoc conference participants 
strongly endorsed the MLP approach while noting that this effort should be 
viewed as the first step to comprehensive manpower personnel development. 

Nominations, contingent vipon funding, were J^ought fr » Pre- 
limlnnry ' t ^upp^ ad that a group of approximately 20 qualified persons 
were eligible and interested in a 1975-1976 program. 

Cooperation was solicited among the Univea?sity of Michigan's Insti- 
tute of Social Research, Economics Department, School of Social Work, School 
of Education, and Extension Service. This unique combination, coupled with 
the aforenoted information, resulted in a funded contract between the Bureau 
of Manpower, Michigan Department of Labor, and the School of Education, The 
University of Michigan. The contract's purpose was to develop and implement 
both an inservice, graduate > Manpower Leadership Program (MLP), and three 
Manpower Leadership Workshops for Michigan manpower personnel. 



CHAPTER II 
RESULTS: 1975-1976 

The results from the 1975-1976 Maripuv/er Leadership Educatio^^ ^^^^C^ 
are reported in this cdiapter. The results are products of the eff^/^^ to 
meet the project's objectives. The products were as follows: a) ^jf^ ii^t>^ 
tification and recruitment of participants, b) the execution of an 
c) the development of human resources and soft -ware, d) the design 
execution of three state-wide conferences, e) the development of p^/^^ fo^ 
manpower leadership education expansion, and f) the recruitment ai^^ H^c^ 
tion of potential 1976-1977 MLP participants. 

1975-1976 Participant Identification 
and Recruitment 

The identification of MLP participants was accomplished th^^^^^ ^ 
nomination process. Draft copies of solicitation materials may b^ ;^^'Un<i i-^ 
Appendix C. Prime and sub-prime CETA directors were contacted to ^^\s^ 
them of the program. Nominations were solicited from these persox^^^ The 
following conditions were to exist for any person nominated: 

1. The nominee had completed a bachelor's degree. 

2. The nominee was cxrrrently employed and under the prime ^ ^ub-^ 
prime CETA director's direct or contractual supervisiot^^ 

3. The nominee exhibited promise as a leader of manpower. 

4. Directors would be willing to help plan and enter into ^ ^xte^- 
ship agreement for the nominee in the manpower operati^j^' 
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5, Directors y/^^ ' nc^i^inee to be a ^om wc i 

particip^^j.^ in ■ ' t^enty^^ne w o of intensivt , 

on-carapioQ f^^t^*\)P teith^x^f 1975» to June, 1976. 

A nomination form wi^f ^ ^t^ujpe^ envelop®* was provided. 

Nominees wer^ ^^'^diately fo^ai^Jed an Ml^ application form and in- 
formation describing pr^ff^^mc Tb^ ^pplicati^^n was to be retirrned by 
June 3, 1975, in or<j^/ that i^ter^i^w s^^hedul^s ^nd arrangements coiild be 
made. 

The applicati^^ w^r^ t^^vi^ed ^d checked to insta:»e that basic ad- 
mission criteria we^^ ^'St. PiH:>sp®citi^ participants were sched^iLed and 
invited for a persoi^^ int^^^^w. 

Interviews w^^ ^oh^dul^d fo^* J^e 25 26, 1975, Participants 
were interviewed by ^^^^W Dani^J Vogl^r* or Mr. Joseph V, Tuma. 
The interviews were ^"^Qti^^ to Ob-C^ixi input necessary for the completion 
of the "Interview G\^j,^^*" Tbi^ g^ide also t»® found in /^pendix C. 

Recommendati^^y^^^ ^pplic^ti^il cjat^, and interview input were used to 
rank prospective pa^^^^ipan^s. B^^e^J ^pon thes« inputs, twenty- four candi- 
dates were invited 5^^i>ti^^P^te tn ''^^e f^^oh prospective participant 
was required to mak^ ^^^t>lii?ation t^^ pacij^jiam Gra^i^te School, The University 
of Michigan. No pe^^^ wa^ invite^ i^lesS it appeared that admission 
criteria could be u^^' 

The prospect^^ P^r^icipan-^ y^eve invited were advised that 
they had not been s^j/^^t^d' ^^enty^four original invitees accepted the 

invitation. The nui^^^ of actual ^n^ro^itnenta yjas reduced to twenty. The 
decrease of four wa^ to P^sO^^x ^ork conditions. Table I reflects 
the identification i^^c^uitment r^co^j. 
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TABLE 1 

1975-1976 IDENTIFICATION AND 
RECRUITMENT RECORD 



Description Number 

Nominations 33 

Applications 27 

Interviews 27 

Invitees 2*1 

Acceptances 24 

Actual Enrollinent 20 



The MLP participant profile was constructed. Tabl0 2 reports twelve 
characteristics and commensurate statistics for the twenty participants who 
enrolled. The four prospective participants who did not enroll were gen- 
erally reflective of those who did enroll. The principle differences were 
that three were female and all four were minority. 

MLP Execution 

The MLP feiiscution was in accord with the Curriculum Outline presented 
in Chapter I. The varioias course syllabi were followed, and for the most 
part, the instructional staff were on target with projected time lines. 
The syllabi are presented in Appendix B. Exceptions to syllabi existed for 
Seminar II and the extern program. The exceptions were made to permit more 
participant input. Evaluation data regarding this objective is reported in 
Chapter III. 
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TABLE 2 
PARTICIPANT CHARACTERISTICS 

N = 20 



Character! s t i c 


Statistic 


Range 


Male 


55% 


N/A 


Female 


45% 


N/A 


Married 


75% 


N/A 


Age (Mean) 


33.10 


22-58 


GPA (Mean 4.0 = A) 


2.90 


2.0-3.8 


Salary (Yearly Mean) 


$12,920 


$7,000-$25,000 


Years in M/P (Mean) 


2.34 


.5-10.0 


Contractor-Based 


30% 


N/A 


Urtan-Based 


25% 


N/A 


Uiti am / Rural-B as ed 


50% 


N/A 


Rural-Based 


25% 


N/A 


Minority 


30% 


N/A 



MLP Resoxirce Development 



Resource development of both a human and soft -ware natvire occurred 
during the project. The various insti*uctional persons are listed in 
Figure II-l. Additional manpower/leadership resource consultants were 
used for the project. Those persons are reported in Figiire II-2. 

Invaluable resource associations were provided by local directors 
and field supervisors. Figure II- 3 reports those persons. 
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Name Instructional Area 



Dr. 


MalcoiBJ Conen, iiec^urer 




Dr. 


Williao Dunifcwn, Assistant Professor 


Administration 


Dr. 


Louis Fenaan^ Professor 


Social Work 


Dr. 


Juliet Miller, Lecturer 


Career Developioent 


Dr. 


Gordon McMahon, Professor 


Extemship 


Dr. 


John Odbert, Assistant Professor 


Seminar II 


Mr, 


Joseph Tuma, Lecturer 


Extemship 


Mr. 


Ralph Wenrich, Professor 


Seminar I 



FIGURE II-l: MLP Instructional Staff 



Mr. Donald Baker, Chief Clerk 
Consaittee on Education and Labor 
U.S. House of Representatives 
Washington, .D.C. 

Mr. Price Banks, Director 
of Planning Department 
Livingston County 
Howell, Michigan 

Mr. Samuel Bernstein 
Assistant to the Mayor for 

Manpower 
Chicago, Illinois 

Mr, Paul Bigley, Director 
Region II Manpowa? Consortim 
Jackson, Michigan 

Mr. Wendell Brooks, Chairperson 
Northwest Michigan Manpower 

Consortium 
Manistee, Michigan 

Mr. Robert E. Chisholm, Director 
Oakland Department of Public 

Services 
Pontiac, Michigan 



Dr. Wilbur J. Cohen, Dean 
School of Education 
Ttie University of Michigan 
Ann Arbor « Michigan 

Dr. Hu^ Edwards 

Achievement Motivation Consultant 
Fenton, Michigan 

The Honorable Maryin L. Esch 
Congressman/Michigan 
Washington, P.C. 

Dr, Rupert Evans 
Professor of isducation 
The University of Illinois 
Urbana, Illinois 

Dr. William Haber 
Professor of EcQnomics 
The University of Michigan 
Ann Arbor, Michigan 

The Honorable Augustus Hawkins 
Congressman/California 
Washington, D.C. 



FIGURE II--2: MLP Resoui»ce Consiiltants 
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Mr, Thomas Hazlewood, Director 
Central Upper Peninsula Manpower 

Consortium 
Escanaba^ Michigan 

Mr. Dale Huggler, Chairman 
Board of Commissioners 
Alpena, Michigan 

Mtr. Herman Ivory, Chairperson 
Muskegon County Board of 

Commissioners 
Miiskegon, Michigan 

Mr. James E, Jacobs 
Special Asst. for Legis. Affairs 
Bureau of Employment 6 Training 
Lansing, Michigan 

Mr. Charles Kane, Exec. Asst. 
Employment & Training Admin, 
Region V Department of Labor 
Chicago, Illinois 

Dr. Charles Killingsworth 
Professor of Economics 
Michigan State University 
Laiising, Michigan 

Mr. Sander Levin 
Attorney 

Bloomfield, Michigan 

Mr. Von D, Logan, Chief 

Labor Market 6 Analysis Section 

MESC 

Detroit, Michigan 

Ms, Maryann Mahaffey 
Councilperson 
Detroit, Michigan 

Mr, Joseph M. Miller, Dean 
Occupational Studies 
Washtenaw Community College 
Ann Arbor, Michigan 



Mr, James Morgan 
Professor of Economics 
The University of Michigan 
Ann Arbor, Michigan 

Ms. Meri Lou Murray, Chairperson 
Washtenaw County Board of 

Commissioners 
Ann Arbor, Michigan 

Mr. Robert Pendleton, Deputy Dir, 
Bureau of Employment S Training 
State Department of Labor 
Lansing, Michigan 

The Honorable Albert H. Quie 
Congressman /Minnesota 
Washington, D.C. 

Mr, Michael C. Rogers 
Assistant to Administrator 
City of Ann Arbor 
Ann Arbor, Michigan 

Mr. Paul Roy 
Manpower Director 
Mxaskegon Consortixim 
Muskegon, Michigan 

Mr. James Saari, Director 
Western Upper Peninsula Manpower 

Consortium 
Ironwood, Michigan 

Dr. Gercd.d G. Somers 
Professor of Econooilcs 
The University of Wisconsin 
Madison, Wisconsi.n 

Dr. J. William Wenrich, President 

Canada College 

Redwood City^ California 



FIGURE II-2: MLP Resource Consultants (Continued) 
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Fi^d Supervisors 



Mary Ballantine 
Deimis Brieske 
Robert Cul^rer 
Bruce Jacobs 
John ^Martinof f 
Edward T, McKenzie 
Jim Olson 

Siisan Quattrociocchi 
Michael Quinn 



Harry L. Redds 
Kxirt Ries 
Dennis Rome 
Ivan Ryan 
Gary Scholten 
Craig Sclireuder 
Asma Tappert 
Adrian VamdenBosch 



Prime Sponsor Directors 



Frank Bigham 
Paul Bigley 



Dennis Brieske 

Gordon Go3rt 

Thomas E. Hazlewood 



John Martinoff 
Gerald Hazurek 
Kurt Ries 



Paul Roy 



Br\2ce Jacobs 
Arthiar Lewis 



Gary Scholten 
Craig Schreuder 
Marion Stickle 



FIGURE II-3: MLP Resource Associates 

Soft-^are, in the form of leadership/manpower j/ublioations, was col- 
lected. The reference lists for each of the course syllabi were used as a 
basis for tl^ collections A list of thB composite collection, shelved in 
the Media Center Libracty, School of Education, The University of Michigan, 
can be found in Appendix D» 



Three state-wide Manpower Leadership Conferences were designed =i^d 
executed. The design evolved from an advisory panel representative of 
CETA prime sponsor directors. Figure II-U is a list of the advisory 
council. 



Conference Design and 
Execution 
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Price Banks, Director, Livingston County Department of 

Internal Affairs 
Allan Becker, Deputy Director, Manpower Departtoent, 

City of Detroit 
Paul Bigley, Director, Region II Manpower Consortiiam 
Alden Briscoe, CETA Director, Flint, Genesee, Lapeer, 

Shiawasee Counties 
Thomas Hazlewood, Director, Central Upper Peninsula 

Manpower Consortium 
Robert Pendleton, Deputy Director, Bureau of Manpower, 

State Department of Labor 
Paul Roy, Manpower Director, Muskegon Consortium 



FIGURE II-i+: MLP Conference Advisory Board Members 



The initial conference was held in Ann Arbor, the second in Lansing, 
and the last in Detroit, Attendance spiraled from 50 to 125 to 250. Copies 
of the programs may be found in Appendix E. The Manpower Leadership EdiKia- 
tion Project Conference Series Evaluation Report may be found in Appendix F. 

The conference execution was such that proceedings were warranted. 
Consequently, a separate publication was produced. This publication, en- 
titled Employment and Training - A Michigan Overview, 1975":1976: Proceed- 
ings of a Conference Series , may be obtained through the Occupational Educa- 
tion Programs, School of Education, The University of Michigan. 



Planning Manpower Leadership 
Education 



Plans for continuation and/or expansion of manpower leadership educa- 
tion continued throughout 1975-1976. A substantive plan will take the form 
of a proposal to be submitted to the Michigan Department of Labor, Bureau of 
Manpower. 
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The planning effort evolved from three primary soyrcas: MLEP staff, 
third-party evaluation, and the conference advisory committee. The MLEP 
staff, after due consideration to the other primary sources, developed 
various reconHoendations . These are reported in Chapter III. The 1976-1977 
proposal will incorporate the recommendations. 

The Coixference Advisory Committee's recommendations are reported in 
Appendix 6. The third-party evaluation planning contribution is presented 
in Appendix H. 

1976-1977 Participant Identification 
and Recruitment 

Contingent upon continuation of the project, and based upon positive 
feedback regarding the project, a 1976-1977 recruitment program was launched. 
Certain adjustroants were made to the selection process. The adjxistroents are 
listed below: 

1. Recruitment information was xqpdated. 

2. Various recruitment forms were refined. 

3. Timetable for selection was moved forward. 

4. Each prospective participant will have three interviews, 

5. Each prospective participant will be asked to take the SCAT 
(School and College Ability Test), 

The specific process used for 1976-1977 will be reported in the 1976-1977 
final report. 

Data supports that persons were nominated, 38 submitted applica- 
tions, 33 were interviewed, and 24 were invited to participate in the 19 76-- 
1977 Manpower Leadership Program, 
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This chapter has presented the products of the efforts to lueet the 
1975-1976 Manpower Leadership Education Project objectives. Information 
was presented within the chapter and throxigh referral to the Appendices 
and other publications. 



CHAPTER III 
EVALUATION AND RECOMMENDATIONS 

t 

This chapter presents the evaluation system tised during the first 
year of the MLEP and the resultant recommendations. Detailed support dr^ta 
may be found in Appendices F, 6, and H. Naturally, this year's evaluation 
is of a short-term nature. The long-term efforts must await two to three 
years of service in the field by the participants. 

Evaluation System 

The project director and coordinator assximed judgmental responsibility 
for decision making. Input, of an informal and formal nature, was sought 
from the MLEP staff, ML? participants, conference advisory comoiittee, con- 
ference participants, and local manpower personnel. All tangible data ob- 
tained were forwarded to a third-party evaluation team. The team was com- 
prised of: Mr, Seunuel Bernstein, Dr. Rupert Evans, and Dr. Gerald Somers. 
The third-party evaluation report may be foxmd in Appendix H, 

The evaluation data were collected consistent with the Content, 
Input, Process and Product (CIPP) model. This model is described as an 
adaptation of D, L. Stufflebeam»s , by Tim L. Wentling and Tom E. Lawson 
in their book entitled: Ex^uating Occu^tional Education and Training 
Programs , Allyn and Bacon ::iic. , 1975, The first three components of this 
model were applicable aii a :uhort-term basis, 

22 
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The following tangible sources of evaluation data were collected: 

1. Weekly staff briefings. 

2. Anonymous course evaluations. (See Figure III-l for a sample 
copy . ) 

3. Anonymous resource person evaluations. (See Figure III-2 for 
a sample copy. ) 

i^. Composite evaluations by the group. (See Figure III- 3 for a 
sample copy.) 

5. Other evaluation per Appendices F, G, and H. 



THE UNIVERSITY OF MICHIGAN CouMe Class 

SCHOOL OF EDUCATION Instructor ' ^ 



STUDENT REPORT ON TEACHING Date Completed^ 



Please have the directions on the envelope read aloud if they have not been 
Your responses will be strictly anonymous . Your evalxiations will NOT be 
available to your instructor until all grades have been reported. If, for 
some reason, you are uncomfortable about completing this report at this 
time, please come to the Dean's Office at your convenience to fill one out 
privately, 

DIRECTIONS 

Circle the number before the one phrase which best represents your choice. 
On the scale of 1-5, consider the midpoint as average. Reserve (1) for 
truly exceptional and (5) for its opposite extreme. 

1. How would you rate your instructor in general (all-around) teatTzzng 
effectiveness? 

1) An outstanding and stimulating instructor 

2) A very good instructor 

3) A good instructor 
i+) A fair instzructor 

5) A poor and inadequate instructor 

2. How would you rate the overall value of this course? 

1) Superior 

2) Very good 

3) Good 

4) Fair 

5 ) Poor 



FIGURE III-l: Student Report on Teaching 
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3. How well does your instructor seem to know the subject? 

1) Thorough and profound scholarship 

2) Knowledge broad and accurate 

3) Adequate knowledge 

4) Occasional gaps in knowledge 

5) Inadequate knowledge 

4. How clearly does your instructor present his subject? 

1) Exceedingly clear in presentation 

2) Very clear in presentation 

3) Clearly 

4) Not very clearly 

5) Not at all clear in presentation 

5. How interesting does he make the material? 

1) Exceedingly interesting 

2) Very interesting 

3) Interesting 

4) Not very interesting 

5) The course is a bore 

6. How objective do you consider yoar instructor? 

1) Encourages differences in viewpoint 

2) Permits expression of different points of view 

3) Usually tolerant 

Seldom permits expression of different points of view 
5) Intolerant, allows no contradiction 

?• How much individual help do you feel you are able to get in this 
course? 

1) A great deal 

2) Quite a bit 

3) Some 
^) Little 
5 ) None 



The remaining items are priraarrlly descriptive of the laaxmmv of teaching 
and of the classroom situation. Respond as best you can to these aspects. 

A. Is Class -rime well specr 

a) Very well spent 

b) About 50-50 

c) Poorly spent 

B. How do you feel about the amo\mt of outside work assigned^ 

a) About ri^t 

b) Too much 

c) Too little 



FIGURE m-l: Student Report on Teaching (Continued) 
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C. Hr)w appropriate is the pace of presentation of the material? 
a About right 

t Too fast 
c i Too slow 

D. How current is the course content? 

a) Up to date, relevant research and commentary presented 

b) So-so, some cxirrent research and comment 

c) The course needs to be brought up to date 

E* How valuable are the text and other assigned readings? 

a) Exceedingly valuable 

b) Generally valuable 

c) A waste of time 

F. Keeping in mind that the returns from this questionnaire will be used 
by the instructor in the process of improving his teaching, pleased- 
mention below any other aspects of the course or instructor not covered 
in previous questions, which you consider to be especially good or 
poor, and offer any suggestions that you have for in5)rovement of the 
coTjrse* If you wish, you may supplement or clarify your responses to 
Questions 1-7 and A-E. Use additional paper if needed. 



FIGURE III-l: Student RepcT't on Teaching (Continued) 
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The University of Michigan 
MANPOWER LEADERSHIP PROGRAM 

SPEAKER EVALUATION FORM 



Speaker's Name 



Date Time 



DIRECTIONS: Record yo\ir reaction to each criteria area by placing a num- 
ber in the space provided lising the following rating scale. 
An asterisk (*) indicates that the criterion may not be used, 

RATING SCALE: 5 - excellent 4 - very good 3 - good 
2 - fair 1 - poor 

CRITERIA AREAS 

1. Stimulated and maintained interest. 

^ 2. Adequate preparation and organization. 

3. Delivery of presentation- 

^ *Use of audio- visual raateriaxs. 

5. Oppccrtunit} for gro ^ interaction with speaker* 

B. Relevance of siibjecr and content, for group. 

7. Adequate coverage of topic. 

^ 8. Utilisation of allotted time. 

RECOMMENDATES: Zlircle got«scx response. 

Yes No 9 . Should rhis topic be used next year? 

Yes No lb- Should rhis speaker be used next year? 

COMMENTS: 



FIGURE III-2: MLP SpeaKBT Evaluation Form 
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MANPOWER LEAIE:..oHIP PROGRAM 
COMPOSITE EVALUATION 

Decenber 12, 1975 

The following strengths ^ crmcerns, and sug^tions evolved fr»oin a 
group session convened on Friday ^^vening, Decenber 12, 1975. Dan Vogler, 
facilitator of the evalioation session, noted that input was welcomed which 
would relate to Context or Input or Process (CIPP) evaluation system. The 
data would be utilized for decisior^TO0.king relstec to the program. 

The Manpower Leadership Program participants were advised that their 
comments were open-ended and shoxild not be ccsostruex as representing con- 
sensus of the group. The parti cioOTtr were :further advisee rhat xhey 
should not fear recrimination for ccrmmeirrs asade. Ihe :foLIx>wz-ng data 
were provided and reported chronolorL.cally h3 i~ was offer^u. 

Program Si-sngths 

1. The content within the program isslates closely to administratror weak- 
nesses. 

2. The instructors and resources are readilr available. 

3. The program is well- organizes. 

4. The si5>port services (e.g.. : ) is apprec:-3ted. 

5. The applicability of proEram towards credirs and degree. 

6. The flexibility for participant input. 

7. The opportxmity to meet and confer with other manpower practitioners. 

8. The selection process utilized — not selesrting elitists. 

FIGURE 1 1 1- 3: MLP Con5)Osite " — _uat ion 
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9, 



The resource materials (ERIC) are worthwhile. 



10. 



The opportunity for theory/practice blend. 



11. 



The coiarse materials are applicable to everyday problems. 



12. 



The instructors are qualified. 



Program Concerns 



1. All students are not aware of the strengths of the program. 

2. Perhaps it is too theory- oriented without "new" applicability. 

3. fenpower and public education are not the same, although they are 
'l^issing cousins," 

4. Instmctors are research-oriented and lack the "field experience." 

5. Coordination and communication among the instructors, 

6. All instructors were not aware of where participants were coming 
from. 

7. Hot enough lead time for assignments. The end of the term was over- 
loaded. 

8. Imbalance between P.S. and CBO's information focus. 

9. Instructors sometimes act as though their class is "the only class." 

10. Participant mixture cr.*eated problems. 

11. Instruction addressing problems of 1960 *s, not 1975. 

12. PixDcess of mini-seminars — are they worth it? Participant responsibility. 

13. Employers are not sufficiently oriented about the program, 
m. Course load is perhaps too high. 

15. Too much work for credit granted. 

16. Assignment/instruction sequence sometimes reversed. 

17. Did not get assignment material returned for work on fut\rre assignment. 
FIGURE III-3: MLP Composite Evaluation (Continued) 
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18. Requirements specified in syllabus and those expected did not always 
match. 

19. Participants did not jell and thus, participants did not maximize 
each other as resources. 

Suggestions 

1. Provide better briefing for instructional coxirses at the .beginning of 
each term. 

2. Provide more time between intensive instructional blocks. 

3. Strive toward naming and communicating to employers what a manpower 
leader is prepared to do. 

^. The University of Michigan shoxad sell the employer on the program. 

5. Provide a newsletter to employers from manpower staff. Develop a man- 
power mailing list for participants. 

6. Adjust the program to individual needs. 

7. Each instructor should receive a list of the students* extern plans. 

8. Participants background data shoxxld be provided to all Manpower 
Leadership Program staff. 

9. Build accountability into staff and resource people* 

10. Seek more involvement from field supervisors. 

11. Field supervisors should be more extraneous to daily work. 

12. Provide more direct feedback to students. 

13. Assess each student *s needs before entry into program. 

14. Field supervisors should fill out the competency assessment of students. 

The input was recorded on the chalk board. The group was polled for 
consensus on each input. The consensus did not evolve on all input. The 
process revealed that the inputs were individualized and another procedure 
should be used to deteiroine the extent of agreement. 

FIGURE III-3: MLP Composite Evaluation (Continued) 
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Recononendations 

Following are the recommendations which evolved from the system iden- 
tified heretofore. The recommendations are listed in their approximate 
chronological occurance. No relative importance is implied through this 
listing. 

1. Move the MLP recnutment timetable forward by at least one 
week. 

2. Develop a si5>ervisor/participant/U of M representative work 
session to develop extern plans. 

3. Investigate the feasibility of reguJ.ar commvmication to manpower 
personnel within the state. A newsletter or regiilar input to an 
existing publication mi^t be appropriate. 

4. Strengthen communication of program intent and cpmniitment re- 
quired to the program diiring the selection process. 

5. Collect and process university applications ^s a group. The 
MLEP director or coordinator should assume responsibility for 
monitoring applioatipn sixbrnission, 

6. Req\iest and reserve housing for participants in one location 
for the entire program, 

7. Reduce the on-site exteni visits to one or two per term. 

8. Utilize telephone conference calls as an alternative to on-site 
visitations. 

9. Reduce the mini-seminars to one per term. 

10. Shift major responsibility for content questions during mini- 
seminars to participants, 

11. Stress the importance of time lines and punct\iality. 

12. Organize maxi-seminars to maximize the uncommitted evening time. 

13. Identify and develop a communication system which will facilitate 
participant pressure relief. This is very crucial about one 
month before terms are concluded. 
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14. Sijbmit textbook orders by mid-July and early October for Fall 
Term and Winter Term respectively. 

15. Strive for more objective procedures for the translation of 
extern experiences to grades. A pass/fail approach and/or self- 
assessments were suggested. 

16. Develop staff articulation sessions to promote an interface and 
contintiity among courses . 

17. Develop a composite profile of participants which can be dis- 
seminated among instructors and peurticipants . 

18. Request each student to design a one page manpower resume for 
duplication and dissemination among participants. 

19. Develop content and process oriented learning experiences towa3?d 
the political aspects of manpower. 

20. Administer the SCAT (School and College Ability Test) for the 
purpose of identifying potential participant problems in math 
and communication skills* 

21. Refei^ participants with potential math or communication problems 
to appropriate university services. 

22. Solicit nominations through prime sponsor or sub-prime sponsor 
directors. 

23. Refine and revise selection forms to 3?eflect contemporary con- 
ditions relative to sex, age, and race affirmative practices. 

24. Encoiorage participants to set priorities and work within realis- 
tic educational timelines . 

25. Seek syllabias refinement of the Career Development, Seminar I, 
Seminar II, Social Work, and Administration courses. 

25. Alter procedures within the extern program. 

27. Replicate the MLP component with incorporation of recommendations 
listed herein. 

28. Offer at least two state-wide conferences similar to 1975-76 
forrodt. 

29. Design and implement three weekend workshops. The target groups 
should include representation of elected officials, senior CETA 
representatives, and representatives of CETA advisory groups. 
The focus of the workshops shoald be leadership oriented with 
emphasis on roles and responsibilities. 
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APPENDIX A 



MANPOWER LEADERSHIP COMPETENCIES 
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Draft 

Discussion Only 



ECONOMICS COMPETENCIES 



Obtain unemployment Informa- 
tion. 

Obtain low Income Information. 

Identify area unemployment. 

Define/Identify underemployed 
Individuals. 

Describe client population. 

Identify labor market dis- 
abilities. 

Define/Identify economically 
disadvantaged Individuals. 

Identify area low- Income 
adults. 

Interpret socio-economic data. 

Interpret statistical data. 

Interpret demographic data. 

Identify economic relation- 
ships , 



Analyze local labor market. 

Analyze survey results. 

Analyze data/problem connections. 

Analyze manpower needs. 

Utilize manpower survey resources, 

Identify prime sponsors' man- 
power needs. 

Survey manpower needs . 

Develop comprehensive labor 
market Information system. 

Evaluate "drop-out" factors 
(mandatory and voluntary). 

Relate education/Income. 

Identify program cost effective- 
ness. 

Identify research needs. 



Develop local manpower survey. 
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Discussion Only 



ADMINISTRATION COMPETENC lES 



Outline bureaucratic organiza- 
tional structure. 

Outline union organization. 

Define organizational struc- 
ture of prime sponsors. 

Define prime sponsors' manage- 
ment functions. 

Define prime sponsors' planning 
functions. 

Design financial management 
system. 

Determine prime sponsors' staff 
requirements. 

Define prime sponsors' evaluation 
functions. 



Evaluate employee performance. 

Use merit system techniques. 

Manage organizational conflict, 

Design information management 
system. 

Design prime sponsor organiza- 
tional structure. 

Design program planning and 
budget system. 

Prepare budget. 

Analyze budget. 
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Draft 

Discussion Only 



SOCIAL VORK COMPETENCIES 



Analyze community resources. 

Identify "technologies" of service 
agencies. 

Identify "product" of service 
agencies. 

Identify' legal services. 

Identify medical services. 

Identify prime sponsors* educa- 
tional resources. 

Identify housing services. 

Identify transportation services. 

Identify social services, wel- 
fare, child care, etc. 

Identify community educational 
resources. 

Identify non-CETA services. 

Identify prime sponsors* local 
limitations . 

Identify situational agency 
barriers . 

Identify environmental agency 
barriers . 

Identify artificial employment 
barriers. 

Identify organizational agency 
barriers . 

Accept characteristics and per- 
Bonallty traits of ethnic and/ 
gj^^or minority groups. 



Describe discrimination effects. 

Describe minority business 
developments . 

Perceive poor person problems. 

Describe client service options. 

Identify client's public 
Identity. 

Develop positive client labels. 

Determine client participation 
barriers. 

Identify client's social situa- 
tion. 

Identify client target group. 

Promote "societal" relationship. 

Devise cooperation strategies. 

Develop community linkage. 

Anfilyze intra-agency conflict. 

Analyze inter-group relations. 

Analyze inter-agency conflict. 

Identify community opinion 
leaders. 

Analyze community power structure. 
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GUIDANCE/COUNSELING 

Identify target group needs* 

Identify client service needs. 

Identify client's testing n$eds. 

Identify cl^.ent's counseling 
needs. 

Identify client's child care 
needs. 

Identify client's transportation 
needs. 

Identify client's attributes/* 

Identify client's problems. 

Interview potential clients » ' 

Interview client. 

Use listening skills. 

Test potential clients. 

Assess client's basic educa-* 
tlonal skills. 

Assess client's Interests. 

Determine client's occupational 
Interests. 



COMPETENCIES 

AfnejBs client's aptitude. 

Assess vocational interests/ 
aptitudes. 

Assess client's employabllity 
needs . 

Provide on-going client assess- 
ment . 

Identify client's needs. 

Recognize client's human needs. 

Establish cli^^nt priorities. 

Expand client's background 
information. 

Analyze client problems. 
Counsel potential clients. 
Participate in "helping" team. 
Provide group counseling. 
Analyze group process. 
Deliver client services. 
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Draft 

Discussion Only 



FIRST SEMINAR COMPETENCIES 



Identify msmpower Jargon. 

Describe historical development of 
manpower legislation. 

Describe MDTA legislation. 

Describe EOA legislation. 

Describe Emergency Employment 
Act of 1971. 

Describe C.E.T.A. of 1973. 

Explain manpower/union relation- 
ship. 

Review manpower legislation. 

Review prime sponsor activities. 

Describe recruitment functions. 

Describe placement functions. 

Discuss prime sponsor role. 

Describe inter-prime sponsor 
area. 

Describe intra-prime sponsor 
area. 

Describe statewide prime sponsor 
area. 

Identify state official. 

Describe role of State Advisory 
Council for Vocational Education. 

Describe role of State Advisory 
Council for Adult & Continuing 
Education. 



Describe CETA/Vocatlonal Education 
funding. 

Interpret governmental guidelines. 

Determine Section 112 funding v 
levels. 

Use CETA funding formula. 

Identify CETA funding resources. 

Outline panriclpant flow system* 

Diagram client routing patterns. 

Observe client routes; patterns. 

Identify *'qualif ied*" nnplicants. 

Diagnose eligibility requirements. 

Determine program selection 
priorities. 

Determine program eligibility 
requirements . 

Describe occupational preparation 
steps. 

Describe teaching-learning 
strategies. 

Describe components of curriculum 
development . 

Plan training program. 

Use problem solving process. 

Develop target Job requirements. 
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Drart 

Discussion Only 



SECOND SEMINAR COMPETENCIES 



Interpret manpower financial 
report* 

Estimate service costs. 

Assign activity costs. 

Develop budget. 

Evaluate manpower progrnns. 

Develop qa:ant:ltatlve evaluarlon 
measures. 

Develop prrogram evaluation c:>ols. 

Assess cursent program effective- 
ness. 

Assess current program efforts. 

Describe Instructional evalua- 
tion techniques # 

Evaluate employer's program 
attitude. 

Assess new project effectiveness. 

Evaluate rnanpower services 
delivery system. 

Develop client follow-up pmce- 
dures. 

Evaluate client routing patterns. 
Analyze self. 

Write Manpower Services Council 
Guide. 



Outline management-by-objectlves 
(MBO) system. 

Write performance standards. 

Write work statements. 

Write program standard. 

Write selection pricritles. 

Design manpower services 
delivery system. 

Design demonstration programs. 

Design experimental program. 

Design client orientation 
services % 

Design counseling services. 

Design intake procedures. 

Design CETA inq^lementation 
strategy. 

Design referral system. 

Design Job counseling programs. 

Design assessment system. 

RevJ.ew prime sponsor area. 

Develop comprehensive manpower 
plan*. 
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Use the Dictionary of Occupational 
Titles ( D.O.T . ) 

Determine occupational require- 
ments . 

Compute occupation skill level 
(i»+5^6 digits in D^O.T . ) 

Interpret ocrsjipatlonal skill 
level. 

Establish wage standards. 

Establish espLoyment outcomes 

Describe occupational clusters. 

Describe career ladders and 
lattices. 

Describe Job classification 
systems. 

Identify salary characteristics 
of occupation. 

Use Job restructuring techniques. 
Write Job descriptions. 
Identify Job cognitive skills. 



Identify Job psychomotor skills. 

Identify affective skills of Job. 

Perform occupational analysis. 

Write goal statement. 

Develop performance objectives. 

Outline training program establish- 
ments. 

Develop institutional training 
plans . 

Develop subsidized work experience 
options. 

Develop transitional public ser- 
vice employment options. 

Write 0-J-T contracts (subsidizes, 
first hire). 

Develop "non-financial agreement." 
Develop training agreements. 
Design delivery system. 
Examine area manpower policy issues 
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Draft 

Discussion Only 



EXTEgtNSHiP COMPETENCIES 



Utilize existing educational 
resources. 

Operate area manpower research. 

Execute work and training 
policy. 

Execute discrimination policy. 

Execute political activity 
policy. 

Execute criminal provision 
policy. 

Maintain Labor Department 
Relations. 

Operate Job Corps Program* 

Conduct manpower demonstration 
program. 

Operate manpower service. 

Operate public employment program. 

Operate manpower program. 

Manage manpower program. 

Coordinate Regional Training 
Programs. 

Develop required reports. 

Submit grant application. 

Prepare grant application. 

Establish comprehensive manpower 
services. 
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Develop CETA consortia. 

Establish Manpower Council. 

Request on«*site technical assis- 
tance. 

Recruit client Jobs. 

Develop client Job^ 

Restructure client Job. 

Apply CETA priorities. 

Coordinate two prime sponsor ^ 
area educational resources* Q 

Apply CETA policies. 

Coordinate prime sponsor educa- 
tional resources. 

Process client information. 

Process program impact information. 

Use intra-agency communication 
techniques . 

Schedule staff development 
opportunities. 

Maintain records. 

Write news releases. 

Provide consultation. 

Chair committee meeting. 

Lead small group discussion. ^ 
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Apply affirmative action regula- 
tions. 

Supervise employees. 

Disseminate program Information. 

Regulate client flow. 

Advertise program options* 

Set service priorities. 

Implement client employment 
plan. 

Develop client employment plan. 

Select service operators. 

Select coordinating methods. 

Match client priority groups with 
priority employment. 

Develop assessment services. 

Develop Intake services. 

Develop outreach/recruitment 
services. 

Use CETA guides. 

Use referral sources; e.g., 
schools, social welfare offices, 
employment service, parole boards, 
probation offices, churches, ser- 
vice clubs, others). 

Use Job development techniques. 

Use Job creation techniques. 

Use Job solicitation techniques. 

Use Job placement techniques. 

Use Job retention techniques. 

Determine prime sponsor program 
operators . 



Coordinate employasnt services. 

Coordinate subsldSized employment. 

Coordinate client ''appeal" ser- 
vices. 

Coordinate vocational education 
services. 

Coordinate cllen::: basic education. 

Coordinate client counseling. 

Coordinate client testing. 

Coordinate client coaching. 

Coordinate classroom training. 

Coordltsate CETA orientation. 

Coordinate transitional public 
employment. 

Coordinate client 0-J-T. 

Coordinate intake. 

Coordinate staff outreach effort. 

Coordinate support services. 

Recommend program Improvements. 

Recommend priority occupational 
training areas. 

Plan inservlce training programs. • 
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OTHER CQMPETENCIES 



Validate lear^ir^g ^evieeSf 

Identify pw^sllo voqatlonftl 
education sfervioes^ 

Q^gcrlbe MPE stpuctvp:'e. 

laentlfy private voofttl^nal educa- 
tion siervlcea, 

p^scrllje MPE inai^pQwer po11o4q9« 



P9aQ¥>lt>e siipplemental vocational 
^aupatlQn training. 

Describe supplemental vocational 
edwcatioii services. 

provide vQcatlonal supplemental 
training. 

Identify relationships with 
othez* delivery systems. 
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COURSE SYLLABI 
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LABOR MARKET INFORMATION 
3 Credit Hours 
Developed by Malcolm S. Cohen 



Course Focus 

The course examines sources, uses, strengths and limitations of 
labor market information which prime sponsors must use to develop, 
evaluate and monitor their plans of service. A conceptual background 
is presented for each topic area so that data uses can be better under- 
stood. The conceptual framework is from an economics perspective. 

Course Content 

1. See Addendum A for course content. 

2. See Addendum B for specific competencies. 

3. See Addendum C for references. 
Reference Material 

No required text. Students will utilize books and periodicals 
from the library. Books will be recommended for purchase but their 
purchase is not required. Students will receive several handouts. 

Course Procedures 

1. Lectures tie conceptual frame work of topic areas to data uses. 

2. Students will have an opportunity to use the computer terminal 
to access data about their own local area* 

3. Students will work through practical problems such as fore- 
casting employment in their own area using a computer based 
simulation program. 

4. Students will write a paper on one of the ten topics. Students 
will use additional reference material listed in Addendum C 
for paper. 

Evaluation 

Students will be graded on problems and exercises. Students will 
not be graded on what they remember about specific data sources but on 
how well they can apply what they learn to hypothetical work situations. 
Students are expected to satisfactorily complete all exercises and paper 
to earn a passing grade. The course v/ill be graded as pass- fail. There 
will be no examinations. Students having difficulty completing an assign 
went will have plenty of opportunity to interact with the instructor. 



ADDENDUM A 
mSTRDCnONAL CONTENT TOPICS 



SESSION ^OyiC 

I, UnentployineDt 

A* Causes of unemploytndnt 

B* Patterns of worker job search 

C. EnployaseQt problems of special groups 

D. Measures of unemployment 

Census Bureau/Bureau of Labor statistics labor force concepts 
Workforce estliquites 
Insured unemployed 
Dlscotiraged workers 
Underemployed workers 
Other measures 

II. Programs to Deal with Unemployment 

A. ^.S. Employment Service 

Traditional role 
2. Computerized services 

B. Public service employment 

C. Private employers 

D. Other programs 



III, hexT Mnd lot Labor 

A. Factors affecting demand for labor 

B. Employer search for labor 

C. Strategies for employer contact 
]>. Measures of labor demand 

IV. Labor Supply 

A. Factors affecting supply of labor 

B. Supply by occupation 

C. Measures of supply 

D. Labor mobility 

V. Forecasting 

A. General ecoaoTiic conditions 

B. Labor force and employment 

C. Occupational trends 
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2. 
3. 
4. 
5. 
6. 



4-6 



SESSION 



TOPIC 



VI. 



Poverty and Human Capital 



A. Caus.'^s of poverty 

1. Handicaps 

2. Low paying jobs 

3 . Unemp loymen t 

4. Old age 

5o Inadequate training 

B. Human capital 

C. Measures of target groups 

D. Use of computer to determine target groups 



VII, Simulation 

A. Exercise In building a model of local labor market 

B. Making assumptions about future labor market conditions 

C. Evaluating results of simulations 

VIII. Cost Benefit Analysis 



A. Measuring costs 

B. Measuring benefits 

C. Comparing costs to benefits 

D. Some common pitfalls 

E. Applications to manpower programs 



A. Estimating survey costs 

B. Drawing the sample 

C. Designing the questionnaire 

D. Pretesting the questionnaire 

E. Carrying out the survey 

F. Analysis of survey results 

G. Evaluating survey accuracy 

X. Designing a local information system 

A. Determining the need for an information system 

B. Defining information requirements 

C. Identifying information gaps 

D. Choosing a delivery system 



IX. 



Survey Methods 
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PRE-SESSION LEAJUJING ACTIVITIES 
See Addendvm C for Readings 
Handouts will also he prepared for distributlcm 

SPECIAL IK CLASS/APTER CLASS LEARNING ACTIVITIES 



ACTIVITY 

Construct eBtimates of unemployment 

for 1974 And 1975 for prime sponsor Area 

Be prepared to discuss ways unemployment 
can be reduced in your area 

Examine hypothetical* data to determine 
strategy for employer contact 

Measure labor supply 

Evalvate forecasts 

AccMB ^ata on target groups 

'Simulate labor market supply and demand 

Carry out cost benefit analysis of 
hypothetical manpower program 

Guest lecturer 



RESOURCE 

Instructor 

Instructor 

Instructor 

Instructor 

Instructor 

Conq^uter 

CoAqputer 

Instructor 

Institute of 
Survey Research 
Guast Lecturer 



Design a local Information system 



Instructor 
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ADDENDUM B 
SPECIFIC COMPETENCIES 

1. Identify causes of unemployment 

2. Obtain unemployment Information 

3. Analyze programs to aid unemployed 

A. Develop strategy to contact area employers 

5. Measure local area demand for labor 

6. Measure local supply of labor 

7. Analyze labor mobility and commuting 

8. Obtain forecasts of labor force and employment 
Obtain occupational forecasts 

9. Analyze causes of poverty 

10 ♦ Identify target groups for manpower programs 

11 ♦ Use computer for labor, market analysis 

12. Measure costs and benefits of manpower programs 

13. Carry out local manpower survey 

14. Design a labor market information system 
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ADDENDUM C 
Beference Materials 

Students hav^ different backgrounds and interests* Readings indicated 
by an (*) are basic readings that all students should read. Other readings 
are suggested for students that want to explore the topic in greater depth. 
References are arranged by session. Readings indicated by an (**) are 
recosasended for purchase • 
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UnemployTnent 

A, Causes of Unemployment 

Kalachek, Edviard D, ^ Labor Markets and Uneanploymcnt , Wadsworth series 
in Labor Economics and Industrial Relations, Belmont, California: 
Wadsworth Publishing Co., 1973. 

*Levitan, Mangum and Marshall, Human Resources and Labor Markets , New 
York: Harper and Row, 1972> pp. 30-43. 

"Structural and Deficient Demand Unemployment Reconsidered" in Employ- 
ment Policy and the Labor Market . A.M. Ross, (ed.), Berkeley: University 
of California Press, 1965^ 



B. Patterns of Worker Job Search 

Adams, Leonard P. and Robert L. Aronson, Workers and Industrial Change > 
(Ithica: Cornell, 1957) 

Ferman, L.A. , Death of a Newspaper: The Story of the Detroit Times , 
Kalamazoon, Michigan: Upjohn Institute, 1963. 

Holt, Charles, et. al. , Manpower Programs to Reduce Inflation and 
Unemployment: Manpower Lyrics for Macro Music , (Washington: Tlie 
Urban Institute, 1971) 

*Rees, A., "Information Networks in Labor Markets," American Economic 

Review Supplement , May, 1966, pp. 559-566, 598-600 (Comment by Shister). 

Rees, A. and G.P. Schultz, Workers and Wages in an Urban Labor Market , 
Chicago: University of Chicago Press. 

Sheppard, H.L. and A.H. Belltsky, Job Hunt > Johns Hopkins Press, 1966. 

Stem, James, "Consequences of Plant Closures," Journal of Human 
Resources , Winter, 1972, pp. 3-25. 

Stigler, George P., "Information in the Labor Market," Journal of 
Political Economy . Vol. 70, (1962), pp. 94-105. 

Ullman, Lloya, (ed.), "Manpower Policies to Reduce Inflation and 

Unemployment," Manpower Programs in th^ Policy-Mix , Baltimore: Johns 
Hopkins University Press (1973) 



** U. S. Department of Labor, 'Jureau of Labor St^^tistics, 

" Jobseeklng Methods Used By Unemployed Workers " Special Labor 
Force Report 150 
C. Employment Problems of Special Groups 

Bain, Trevor, Labor Market Experiences of Engineer s During Periods of 
ChanglnR Demand , Manpower Research Monograph No. 35, (Washington: G. 
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C. Employment Problems of Special G roups (Cont.) 

Cain, G., R. Freeman and W.C. Hansen, Labor Market Analysis of 

Eng ineers and Technical Workers . Baltimore: Johns Hopkins University 
Press. 

Frledlander, Stanley L. , Unemployment in the U rban Core, (New York: 
Praeger Publishers, 1972). 

Kalachek, Edward, The Youth Labor Market . Ann Arbor: Institute of 
Labor and Industrial Relations, 1973. 

Pames, Herbert and A. Kohen, "Occupational Information and Labor 

Market Status: The Case of Young Men," The Journal of Human Resources. 
Vol. X» No. 1, Winter, 1975. 

Sobel I. and H. Folk, "Labor Market Adjustments by Unemployed Older 

Workers," Employment Policy and the Labor Market . Arthur M. Ross, ted.;, 
1965, pp. 333-357. 

U.S. Council of Economic Advisors. "The Economic Role of Women," 
Economic Report of the President . Washington: 1973. 



D. Measures of Unemployment 

♦"Conceptual, Methodological and Practical Differences Betveen Labor 
Force and Work Force Estimates of Employment and Unemployment, 
Review of Labor and Economic Conditions . Fourth Quarter, 1974, 
Minnesota Department of Employment Services, pp. 16-21. 

♦Michigan Manpower Review . Michigan Employment Security Commission, 
selected recent issues. 

Moore, Geoffrey K. . How Full is Full Employment ? And Other Essays 

on Interpreting the Unemployment Statistics . Domestic Affairs Series. 
Washington: American Enterprise Institute for Public Policy Research, 
1973. 

*U.S. Bureau of Labor Statistics, Employment and Earnings , selected 
issues, skim. 

*U.S. Bureau cf Labor Statistics, Handbook of Labor S tatistics. 1975, 
skim. 

*U.S. Bureau of Labor Statistics, How the Government M easures Unemployment, 
B.L.S. Report No. 418, 1973. 

**U.S. Bureau of Labor Statistics, Maj or Programs 1975. Bureau of Labor 
Statistics , Washington, 19 75. (Free) 

*U.S. Manpower Administration, Area Trends , selected issues, skin. 
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p. Measures of UnemployTnent (Cont,) 

U.S. Manpower Administration, Manpower Report of the President > 1975, 
skim. 

Wetzel, J,R» and M, Ziegler, "Measuring Unemployment in States and 
Local Areas Monthly Labor Review , June, 1974. 



IX% prog rams to Deal with Unemployment 

*Cassell, Frank, The Public Employment Service; Organization in Change , 
Ann Arbor: Institute of Labor and Industrial Relations, 1968. 

Gordon, Margaret S. and Margaret Thal-Larsen, Employer Policies in 

a Changing Labor Market , Institute of Industrial Relations, University 
of California, Berkeley, July, 1969. 

Holt, Charles, "The Potential of the Employment Service on the Economy," 
Working paper 350-359, The Urban Institute, October, 1973. 

* Johnson, Miriam, Co unter Point the Changing Employment Service , Salt 
Lake City: 01yror.»cjfT Publishing Co. 

Levi tan, Mangum and Marshall, Human Resources and Labor Markets , New 
York: Harper, 1972, pp. 360-374. 

Mayall, Donald, John Mitchell and David Roberts, An Employment Service 
Research and Development Strategy , Center for Applied Manpower Research 
March, 1975, report to the Manpower Administration. 

Report of the National Employers' Committee for Improvement of the State 
Employment Services, July, 1972. 

Thal-Larsen, Margaret, Placement and Counseling in a Changing Labor 

Market; Public and Private Employment Agencies and Schools , Institute 
of Indus triaTlleTations, University of California, Berkeley, 1970. 

Ullman, Joseph and George P. Haber, The Local Job Bank Program , Lexington 
Massachusets: D. C. Heath and Company, 1973. 



B. Public Service Employment 

Ed. by Gartner, Nixon and Riesman, Public Service Employment , New York, 
Praeger, 1973. 

*Levitan, Sar A. and Robert Taggart, Emergency Employment Ac t, Salt Lake 
City: Olympus Publishing Co., 197A. 



62 



53 



B. Public Service Employment (Cont.) 

Sheppard^ Harrison and Spring, the Political Econoroy of Public Service, 
Eihployment , Lexington, Massahcusets: Lexington Books, 1972. 

^•S. Subcommittee on Fiscal Policy, Joint Economic Committee studies 
in public velfare. Public Eroployment and Wage Subsidies ^ 1974. 



C. Screening and Licensing 

Diamond, Daniel E. and Hrach Bedroslan, Industry Hiring Requir ements 
and the Employment of Disadvantaigfed Gtoups . (N^ Yotkr Nev York 
University School of Commerce, 1970). 

Hiestand, Dale L, , DlscriTninatlbn in Employroe\it , (Ann Arbor: Institute 
of Labor and Industrial Relations, The University of Michigan-Wayne 
State University, February, 1970). 

Miller, Herbert S., The Closed Door . Institute of Criminal Law and 
Procedure, Georgetown University Law Center, report to the Manpower 
Admix^lstratlon, 1972. 

Shliii>erg, Benjamin^ Barbara F. Esser and Daniel H. Kruger> Occupational 
Licensing; Practices and Policies . (Washington! Public Affairs Press, 
1966) • 



D. Other Programs 

Freedman, Audrey, "Labor Mobility Projects for the Unemployed," Monthly 
Labor Review , June, 1968, pp. 56-62. 

Mason, Philip, "How to Succeed at Jobs by Really Trying,'* Manpower . 
January, 1974, pp. 3-10. 



III. Demand for Labor 

A. Factors Affecting Demand for Labor 

*Doeringer, Peter B. and Michael Piore, Internal Labor Markfet and 
Manpower Analysis . (Lexington, D. C. Heath & Co., 1971). 

Freedman, Marcia, The Process of Work Establishment , (New York: Columbia 
University Press", 1969). 
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A. Factors Affecting Deman d for L abor (Cont,) 

*Levltan, Mangura and Marshall, Human Resources and Labor Markets , 
New York: Harper, 1972, pp. 197-227. 



B. Employer Planning, Promotions and Upgrading 

Berg, Ivar, Education and Job: The Great Training Robbery , (Boston: 
Beacon Press, 1971). 

Brecher, Charles, Upgrading Blue Collar and Service Workers , 
(Baltimore: The Johns Hopkins Press, 1972). 

Doeringer, Peter B. and Michael Piore, Internal Labor Market and 
Manpower Analysis , (Lexington, D- C. Heath & Co., 1971). 

Granick, Leonard P.R. , Lee E. Jacobson and Robert B. Greaux, 

Alpha , (New Brunswick, New Careers Systems Institute, Inc., 1973). 

*Levitan, Mangum and Marshall, Human Resources and Labor Markets , 
New York: Harper, 1972, pp. 228-247. 

New Careers Systems Institute, Development and Study of Upgrade Models 
in Private Industry: Four Case Studies , report to the Manpower 
Administration. 

Oak Ridge Associated Universities, Upgrading in an Industrial Setting , 
report to the U.S. Departnient of Labor. 

Omati, Oscar, Minority Mobility Project , Humanic Designs Corporation 
final report, 1973. 



C. Strategies for Employer Contact 

Gordon, M.S. and M. Thal-Larsen, Employer Policies in a Changing 
Labor Market ^ Institute of Industrial Relations, University of 
California, Berkeley, 1969. 

Guidelines for Installing and Maintaining an Effective Employer 
Services Program Locally , National Technical Information Service 
PB 220166. 



D. Measures of Labor Demand 

Mc*.5iier, C. . Lnbor Mark.? t I n f:orn:n tion jr . Purnl Aro :in, nrocgedin^is 
of a conference sponsored by the Center for Rural Manpower and 
Public Affairs, Michigan State University, 1972. 
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D* Mfeasures of Labor Demand (Cont.) 

** noser, C. , Manpower Planniftg for Jobs in Rural Aiiaerlca « proceedings 
of a conference sponsored by the Center fot K^tHl ifetipdwef and 
fublifi Affairs* Deeeiab6f, 1972. 

Moser* Collette* (edJi Labor Market .iof ot mation-la^a .Rural. Area ♦ 
Ceitter for Rural Manpowet afid Public Affairs* «lcHiga& State 
OniVer6ityi East Ldnsingt lttchlgih» February, l^lflt 

National Bureau of Economic Research, tfeasujceateiiit. jaind-.Iate.rp re tatlon 
of. Job .Vacandiea , Nev Ybfcki 1966* 

Schiller, Bradley* "Want Add and Jobs for the Poor i" Batipdwer , 
January* 19 74* 

U.Se Department of Cotomferce^ fhe U^Sn Indus ttiaLl Qufclook^, 1975 « 

Wal8h» John and Miriam Johnson^ ^*Want Ads and the Joh Market/* 
Manpower > October, 1974^ pp. 15-^24. 



IV. Labor. jSiipply 

A. Factorg Affecting Labor Supply 

Bell, Duran, "Why Participation Jtates dt Black aftd Whit^ Wive^ Differ," 
Journal of Human Besburceis » Fall, 1974* pp. 465-479. 

B^rkowltz^ Monroe and W. Johnson, •'Health and Lafebr torce Partici- 
pation/' Journal of Human. Resources , pp* 117-128* 

Bowen, WaG. and T.A* Finegan, The Economics of Labor Force Parti- 
cipation , Princeton, Jew Jerseys Princeton University Press, 1969. 

Cain, GeCe, Married Women in the Labor Force; An Ecoho^c Analysis , 
Chicago: University of Chicago Press j 1966. 

^ Cohen, M.S., R. Lenaan and S. Rea , A MICRO Model of Labo r Supply, 
U.S^^ Bureau of Labor Statistics, BLS Staff P^per 4, 1970. 

Levitan, Mangum and Marshall, Human Resources and Labot. Markets ^ 
New York: Harper, 1972, pp. 23-29. 

Mincer, Jacob, "Labor Force Participation of Married Women," in 
Aspects of Labor Economics . National Bureau of Econbirdc Research 
Special Conference Series No. 14. Piclnceton, New Jersey: Princeton 
University Press, 1962, pp. 62-105. 

* Parties* Herbert S., "Labor Force Participation and T,abor Mobility," 

A Review of Induscrial tlelatious Research . Hadison, Wisconsin: IRRA, 
1970* pp. 1-33. 
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A. Factors Affecting Labor Supply (Cont,) 

★ Rees, A., "An Overview of the Labor-Supply Results," Journal of 
Human Resources , Spring, 197A, pp. 158-180. Other articles in 
the volume tray also be of interest. 

Sweet, James, Women in the Labor Force , New York: Academic Press, 
1973. 

U.S. Congress, Joint Economic Committee, Subcommittee on Fiscal 
Policy, Public Welfare and Work Incentives: Theory and Practice . 
Studies in public welfare. Paper No. 14» Washington: U.S. Government 
Printing Office, 1974 and How Income Supplements Can Affect Work 
Behavior , Paper No. 13, 1974. 



B. Supply of Special Occupation Groups 

Gordon, M.S., ed. , Higher Education and the Labor Market s New 
York: McGraw Hill, 1974. 

Schweitzer, Stuart 0., "Occupational Choice, High School Graduation 
and Investment in Human Capital," Journal of Human Resources , 
Summer, 1971. 



C. Measures of Supply 

Levitan, Mangum and Marshall, Human Resources and Labor Markers , 
New York: Harper, 1972, pp. 70-75. 

itic Moser, C. , Labor Market Information in Rural Areas , proceedings of 
a conference sponsored by the Center for Rural Manpower and 
Public Affairs, Michigan State University, 1972. 

Mo^er, C. , Manpower Planning for Jobs in Rural America , proceedings 
of a conference sponsored by the Center for Rural Maripower and 
Public Affairs, December, 1973. 

Moser, Collette, (ed.). Labor Market Information in a Rural Area > 
Center for Rural Manpower and Public Affairs, Michigan State 
University, East Lansing, Michigan, February, 1972. 

**U-S. Bureau of Labor Statistics, O ccupational Supply; Concepts and 
Sources of Data for Manpower Analysis , BLS Bulletin 1816. 

U.S. Manpower Administration, Guide to Local Occupational Information , 
1975, 
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Labor Mobility 

Baltic Trevor, labor Market JSxperlence of EnRineetIs Pia^ 
of Changing Demand ^ Mani>tover Itesearch M6nrofetaF*i No, 35 » 
(Washltigtoa^ ^vP.O., 1974) • 

]^airdhild> Ghatles , Worker Relocation; A faevi^Jof .U.S> iJepartiri^nt 
of iabbr Mobility Peioon^^tr^atlon Projects , E. F* Shtelley and Company, 
report to Manpt^et Admiiiiitratlon^ 1970. 

Koser^ , Labor Iterket Itiformation ;lh, Rural. 

a conf^treh^ apottsored by the Cetttar for Rdt%i M®ilpo*er and Pub life 
Affai tB, l&chlgan State Ualverslty) 1972. 

Lansings John B. and Mueller Evo, The Geographic Mob ili.ty of Labor , 
Institute fot Social Reseats 1967^ 

* Levi tan, Mangum and Marshall » Human Resour^'^s and Labor Markets , 
New Y6rk: Harper, 1972^ pp* 9-22* 

Mangum, Garth L. , Relocation Aisslstance Under the i^ew Manpower 

Legljsl^tlon ii HumaA Resources Institute, Uhiversity of Utah^ teport 
to the Manpower Admlni&t ration ^ 1974i» 

Misai^slppi Labor Mobility Projeict STAR*> Ino.^ Jte3.6featjLng.,the Unemployed: 
Dimexisions of Success . Septemiber, 1973, Reldfcatiug,. Assistance Delivery 
Techniques ^ September, 19 73* Relocating the .UheiT^bloyed Evaluation 
apd . I^o 11 cy .Implications for , a National Program- . 

Hoser, CoUette, (ed.). Labor Market information in a Riiral Area . 
Center for Rural Manpower and Public Affairs^ Michigan State Univer- 
6ity> East Lansings Michigan, February, 1972. 

Fames, H» and R^ Spitz, "A Gohceptual Frar»ewbrk for Studying Labor 
Mobility." Monthly Labor Review . November 1969, pp^^ 55-58. 

t Fames , Herbert S. , "Labor Force and Labor Markets i" ift A Review of 

Industrial Relations Research . Vol. I, Madiat»i: Indtistrial Relations 
Research Association, 1970, pp. 34-66. 

ftSomers, Gerald 6., Labor Mobility; An Evaluation of Pilot Projects 
in Michlj^an and Wisconsin , Industrial Relations Research Institute, 
diversity of Wisconsin^ Madison, 1972. 

TenPas, Cilia Reesman, Answering the Mobility Imporatlv e, Northern 

Michigan University Skill Center, Marquette, Michigan, February, 1974. 



Forecasting 



* American Statistical Association » proceedii.ngs of the Social Statistics 
Sectioti, 1974, Session I "Manpower Forecasting". 
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V. Forecasting (Cont>) 

Bain, Trevor, Labor Market Experience of Engineers Du ring Periods 
of Changing Demand , Manpower Research Monograph No. 35, 
(Washington: G.P.O., 197A) . 

**Blaug, M. , Economics of Education 1 , Penguin paperback. Part 4* 

Klarman, Herbert, "Economic Aspects of Projecting Requirements for 
Health Manpower," Journal of Human Resources , Summer, 1969, Vol. IV, 
No. 3, 1969, pp. 360-376. 

*Levitan, Mangum and Marshall, Human Resources and Labor Markets , 
New York: Harper, 1972, pp. 77-90. 

**Morton, J.E., "On Manpower Forecasting," Methods for Manpowe r Analysis, 
No. 2, Kalamazoo, Michigan: W. E. Upjohn Institute, 1968. 

U.S. Bureau of Labor Statistics, Occupational Manpower and Tr aining Needs, 
Revised 1974, BLS Bulletin 182 A, 1974. 



VI. Poverty and Human Capital 
A. Causes of Poverty 

Batchelver, Alan, Economics of Poverty . Second Edition, New York: John 
Wiley and Sons, 1971. 

*Bluestone, Murphy and Stevenson, Low Wapes and the Workin g^ Poor> Aim 
Arbor: Institute of Labor and Industrial Relations, 1974a 

Gordon, David M. , Theories of Poverty and Underemployment , Lexington, 
Massachusets: D. C. Heath and Company, 1973, paper. 

Lampman, Robert J., Ends and Means of Reducing Income Poverty, 
Chicago: Markham-Rand McNally, 1971. 

Levitan, Sar A. and Robert Taggart, Employment and Earni ngs Inadequacy, 
Baltimore: Johns Hopkins Press, 1974. 

Ruthman, David R. , The Poor , Reading, Massachusets: Addison-Wesley , 
1973. 



B. Human Capital 

Becker, Gary S. , Human Capital , Second Edition, New York: National 
Bureau of Economic Research, 1975. 

Berg, Iva, "Education and Training: Measuring the Payoff," Manpower , 
O November, 1973, pp. 7-11. /> q 
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B, Human Capital (Cont,) 

**»laugt EconoiDlcs of Education X , Penguin paperback, Pftrt X- 

Sploiaon, L^wla and P. Taubiaani Does ColXese Mat ter? , Hew York: Aca- 
clentc rre38> 1973. 



C. Measures of Target Grougs 

Mangum, Garth and Dflfvid Sne<ileHer» Manpower Planning for Local 
Labor Markets > Salt Lake City Publishing Cpinp any, 1974. 



P, Use of Computer to Determine Target Group s 
* Special Handout* 



VII, Simulatio n 

Cphent MaXcoJm S,» On the Feasibility of a Labor Market Information 
System ^ Ann Arbor: Institute of ^^pr ancl Industrial Relations, 
VoXune 2^ 

* SpsciaX Handout* 



VIII. Coat Benefit Analysis 

**Blaug» M. » Economics of Education I t Penguin paperback. Part 3, 

Borus, M.\ (ed.). The Impact of Manpower Programs; An Evaluation » 
Lexington » Massachusets : D. C. Heath and Company, 1972. 

Gui^derson, M. , "Determinants of Individual Success in On-The-Job 
Training." Journal of Human Resources ^ Fall, 1973, pp. A72-48A. 

**Hamerxnesh, Daniel S., "Manpower Policy ai^^d the Economy," Morrison, 
New Jerseys General Learning Corporation P^print. 

Mangura, Garth and Thayne Robson, (eds.). Metropolitan Impact of 
Manpower Programs; A Four City Comparison , Salt Lake City, 
Utah; Olympuo Publishing Company, 1973. 

*Mans field, Edwin, Micro Economics Selected Readings > New York: Nor 
1971, pp. 339-367. 

Perry, C, , B. Anderson, R. Rowan and H. Mr thrup. The Impact of 
Government Manpower Programs , Pbiladeipbia: Wharton Industrial 
Research Unit, 1975. 
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VIII. Cost Benefit Analysis (Cont.) 

Sewell, D.O,, TraininR the Poor; A Benefit Cost-Analysis of Manpower 
Programs in the U>S. Anti-Poverty Program , Kingston, Ontario: 
Industrial Relations Centre, Queen's University, 1971, 

** U.S. Subcommittee on Fiscal Policy, Studies in Public Welfare Paper 3 , 
"The Effectiveness of Manpower Training Programs: A Review of 
Research on the Impact on the Poor," November 20, 1972. 



IX. Survey* Methods 

* Morgan, James, Herbert Pames and Thomas Glennan, "Three Perspectives 

on Social Research," Monthly Labor Review , 7ebruary, 1972. 

* Morton, J.K., "Handbook for Community Manpower Surveys," Methods for 

Manpower Analysis ,. No. 5, The W. E. Upjohn Institute for Employment 
Research, October, 1972. 



X» Designing An Information System 

* Cohen, Malcolm S. , On the Feasibility of a Labor Market Information 

. System , -Ann- Arbor : Institute of Labpr^^a^^^ Relations , 

1974, Volumes 1 and 3. 

* Lawson, Rodger, Perspectives on the Development of a Comprehensive 

Labor Market Information System for Michigan , Kalamazoo: Upjohn 
Institute. 



Levine, Louis, Labor Market Information for the Local Delivery 
of Manpower Services (Washington, 1972) 

Mangura, Garht and David Snedeker,"The Realities of Manpower Planning, 
Manpower , August, 1974 pp, 3-7. 

Moser^ Collette, Labor Market Information in Rural Areas , 
Michigan State University, 1972 

Sawyer, James, "Lessons for Prime Sponsors," Manpower April, 19 74 



70 



D6slgnlnR An Information System (con't) 



Thal-Larsen, Margaret, Requirements and DeBlgn of a Labor Market 
Information System for a Large Metropoitan Area , U.S. Department 
of CoMSsrce, National Technical Information Service* PB2137A4,1973 

O.S. Department of Labor, Report on Job Search laforma tion. Job 
Market Information and Manpowey Data in the C alifornia Department 
of Htunari Resources Deve lopnten t » San Francisco, U.S. Department of 
Labor, 1972 

* Yiitvitis, Butis ill.Mbfse, Dean The Labot Matket Information System, 
Mew York: Praeget, 1973 
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THE UNIVERSITY OF MICHIGAN 
School of Education 



Education B650 William Dunifon 

Theories of Administrative Organization Instructor 

and Leadership 
Two Credit Hours 



A, COURSE FOCUS 

This course will expose learners to selected portions of the 
relevant professional literature in organizational, adminis- 
trative, and leadership ^theory. Within the general context 
of the issues, problems and opportunities which reside in the 
area of manpower utilization and development the course will 
provide the opportunity for learners to integrate more 
theoretical knowledge with their own professional and 
practical experiences. Special attention will be given to 
relating knowledge and skills to the person's current work 
place « 

B. COURSE CONTENT 

Please refer to Addendum A. 

C • INFERENCE 1^ 

No textbook will be required for this course. The instructor 
will provide carefully selected journal articles at appro- 
priate points in the course. In those cases when generic 
books and articles are not available for class distribution, 
learners will have access to them at the reserve desk of the 
Graduate Library, The instructor will also make periodic 
suggestions regarding materials an individual learner may 
wish to purchase for his/her own personal library • 

Please refer to Addendum B for a general reference list for 
this course « 

D. COURSE PROCEDURES 

Please refer to Addendtam C for a statement of course procedures, 
expectations and a projected class schedule. 

E. EVALUATION 

Please refer to Addendum D for an outline of the evaluative 
criteria to be applied for this course. 
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Education B650 63 
Theories of Administrative Organization 

wad Leadership 
William Dunifon, Instructor 



ADDENDUM A 
Outline of Course Content 



AREA I - Theories of Organisation 

Learners will review a representai:ive spectrum of the several 
theories of organization with special attention tot 

h. Formal and Infonaal Structures 

B. Various Formal and Informal Communications Networks 
and Patterns in Organizations 

C. Org^i.ii. national and Group Cohesiveness 

D« Orgemizational Norms vs. Personal and Interpersonal 
Goals 

E* Planned Organizational and Group Change 

1. From the organization's perspective ^ 

2. From the learner's perspective 

■~ Specific Competencies - 

1. Learners will be able to analyze, assess, and diagnose groups 
and organizations providing (where needed) prescriptive 
strategies for indicated change. 

2. Learners will be able to apply knowledge and skills to 
their own work setting. 

3. Learners will be able to generalize learnings to other 
work places witJi which they have no current involvement. 

AfiEA II - Theories of Administration 

Learners will examine several selected theories of administrative 
practice in light of their knowledge and understanding of groups 
and organizations. Special attention will be given to the 
following areas as they relate to administrative practice: 

A. Differences Between Administrative, Management and 
Leadership Functions 

B. The Role of Planning in Administracicn and Leadership i 



Education B650 6^ 

Theories of Administrative Organization 

and Leadership 
William Dunifon, Instructor 
Addendum A - Page Two 



AREA II (continued) 

C. Financial Management in Administration and Leadership 

D. Personnel Functions in Administration 

1. Staffing Requirements 

2. Employee Evaluation 

E. Staff Development and Training Roles of Administrators 
and Organizational Leaders 

Specific Competencies 

1. Learners will be able to distinguish between administrative 
and management functions in terms of their own work place, 
group, and organization. 

2. Learners will be able to engage in short, medium, and long- 
term planning within the context of their own organizational 
situation. 



.^^^^^ able _tp use one or more fin ancial 

xnanagement systems which are congruent with the planning 
approach taken in #2 above. 

4. Learners will be able to assess and evaluate the staffing 
requirements for their own organization, as well as assess 
and critique the employee evaluation procedures currently 
practiced there. 

5. Learners will be able to design ongoing staff develop- 
ment and training systems which will relate directly to 
#2, #3, and #4, above. 



AREA III - Theories of Leadership 



Learners will review selected representative theories of 
leadership within the context of their understandings of 
organizational issues and administrative r :actice. Particula r 
attention will be devoted to: 

A. Further Distinction Between Leadership, Management, 
and Administration 



B. A Selected Range of Leadership Styles 

C. Criteria Which Help Determine Appropriate Leadership 
Style for the Individual, Organization, and Tasks of 
the Organization 



ifk^tie>& of Administrative Organization 

MA Lead^^ship 
tfiittm fiunifOft, Iristi-uctot 
Addendudt A - Page threie 

ARBftXII (continued) 

Specific coto&et^ttci^s 

1. Learnetfs will be able t© d*a« the distirtcTtion between 
ieadef sKi^, matriageanieiitr and^ adittiM#t#*«ictt!i iri the context 
6£ their Qitpi&vMiitd^ atid eiii^risinttl V^irli fidee^ 

2. Learner 6 will be awaiife of the Me^tK <!*f leadership styles, 

as well «d tji« dif fetferk^tf# mx^m t^^^ 

3. Learners will be aware of the leadeafeHip^ Style which they 
mst ottm exshiM-ev 

4. Leirrte#« Will be tntfJPtf aware of tft# f#*sa«# fdt- their own 
leadef^liip style. 

5. Learrietat will be able to use a set 6f eriteria which will 
as»i§t theni ii4 selecting art apprdjiriate and piroductive 
leadership style in situations with which thfty have contact. 
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Theories of Admi: " strative Organization 

^nd Leadership 
William Dunifon, Instructor 



ADDENDUM B 

Reference List 

Argyris, c. Interpersonal Competence and O rganizational 
Ef fectiveness , New York: Irwin-Dorsey , 1962. 

Bales/ R.F., "The Equilibrium Problem in Small Groups," in 
parsons. Bales, and Shills (eds.)/ Working Papers in the 
Theorx of Action . New York: The Free Press, 1933. 

Bennett, Thomas R. , The Leader and the Process of Change . New 
York: Association Press, 1962. 

Bennis, Benne, K.D. , and Chin, R. (eds.). The Planning of 

Change : Readings in t he Ap plie d Behavioral Sciences . New 
York: Holt, Rinehart, and Winston, 1961. 

Blake, R.R., and Mouton, J.S., The Managerial Grid . Houston: 
The Gulf Publishing Company, 1964. 



Cartwright, Dorwin and Zander, Alvin, Grou p Dynamics Research and 
Tjiegrx* New „York : Harper „ and-- Row- Publ i sher s ^^^19 6 9~. "^"^^ 

Deutsch, M., "Field Theory in Social Psychology," The Handbook of 
Social Psychology . Heading, Mass: Addison-Wesley , 1968. 

Galbraith/ Jay R. , D esigning Complex Organizations . Reading, 
Mass: Add i son-Wesley, 1973. 

Getzels, J., "Administration as a Social Process," in Halpin, 
A.W. (ed.)/ A dm i n i s t r a t i ve Theory in Education . Chicago: 
Oiiiversity oT^ Chicago Press, 1958." 

Halpin, A.VJ. , Theory and Research in Administration . New York: 
The MacMillan Company, 196f . 

HoliancJerv E.P*, Leaders, G roups , and Influence. New York: 
Oxford University Press, 1964. 

Jacobs, A. and Spradlin, ^eds.). The Grou p as Agent of Change . 
New York: Behavioral ablications, 1973. 

Jennings, Eugene, Anatomy of Leadership , New York: Harper and 
Brothers, 19607 

I<ati;^ R.L.# "Skills of an Effective Administrator,." Harvard 
gusiness Review , January-February, 1955. 
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Lawlew, E.B., Motivation in Work Orcyanizations . Monterey: 
Bropks-Cole, 1973. 

Lipipitt, K., Watson, J., a^d West ley, G., The Dynamics of Planned 
Change i A Comparative Study of Principles sind Technique s . 
New YoirkT Haroourt« Br^ce, Woria« Inc. 7+^5 8 • 

McGregor, Douglass, The Hmrtan Sjd^ of Enterprise . New York? 
McGraw-Hill, Inp., I960, 

Maslow, A,H., Em paycthian Btonaqement . New Xork: Iirwin-Oor sey 1965. 

Presthus, Robert^, The Organizational Society . New York: Random 
Hou8«, 1965, 

Seddin, W.J., Managerial Effectiveness . New York: McGraw Hill 
Book CpnipaAy, 1970 

Roeber, RichArd J.C. , The Organization in a Changing Environment » 
R««wt4ng, Hasp: Add^-son-^w^^sley, 1973. 

Rogers, E., Diffusion of Innovations . New Yo^rk; The Free Press, 
1962. 

Siergiovanni, Thomas, and Stanalt, Robert, Emerging Patterns of 
~" " S upervfsion . New York: KcGypz-Kxli; ise . , "^971 . - ~ 

Suthermeister , Robert 7^., People and Productivity . New York: 
McGr^^w^Hillj Inc., 1969, 

Tead, Ordway, The Art of Leadership . New York: McGraw-Hill Book 
Company, Jnc.,T§^68. 

Thibaut, J.W., and Kelley, H.H., The Social Psychology of Groups . 
New York: John Wiley and Sons, 195^ 



NOTE: These materials are provided as a general resource for 
course member,!. Selected journal eirticles will be dis- 
tributed to learners during the class sessions. Additional 
materials will be placed at the Reserve Desk of the Graduate 
Library under the title: Education B650. 
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Education B650 

Theories of Administrative Organization 

and Leadership 
William Dunifon^ Instructor 



ADDENDUM C 



Course Procedures 



As indicated above ^ this course seeks to promote the integra- 
tion of theoretical and conceptual knowledge on the one hand with 
professional and practical experience on the other. In addition to 
highly interactive in-class sessions involving learners in 
discussion^ ample opportunity will be provided for skill practice 
as it relates to the focus of discussion. 

Furthermore^ learners will be expected to provide the follow- 
ing assignments in wirting: 

1. A two-dimensional diagram of their "back home" organizati 
formal and informal structor (Area I) • 

2. A two-dimensional diagram of their "back home" organization 
formal and infornal communications network with an 
evaluation of each (Area I) . 

3. A medium range plan for their "back home" organization in 
-the area of their— most immediate- re sponsibil^^^ 

4. A plan for a staff development and training progrsun appro- 
priate to their "back home'' organization consistent with 
competencies #2, #3, and #4 (Area II) . 

5. A self-assessment of their own leadership style (Area III). 

6. A statement of the conditions and circtunstances within 
themselves ^ others^ and the organization which promote 
or suggest this leadership style (Area III) . 

Alongside these specific assignments^ learners will be expected 
to keep apace in the reading of distributed journal articles and 
reserved publications as indicated by the instructor. In order 
to provide both learner and instructor feedback # a one-hour 
examination will be administered at the end of the first intensive 
week of course work (January 24, 1976). 



Projected Course Schedule 



Each class session will be three hours in duration. The 
intensive course experience will consist of two one-week periods 
as indicated below. 



Education B650 69 
Theories of Administrative Organization 

and Leadership 
i^illiam Dunifon, Instructor 

Addendum C Projected Course Schedule (continued) 
Page Two 



January 20th: 



Assignment: 



January 21st s 



Assignment: 

Jannary 22nd: 

January 23rd: 

Resource Person: 
January 24th: 

February 17th: 

Assignment: 

February 18th: 

Resource Person: 
February 19th s 

Assignment: 

February 20th: 



Introduction to Course 
Formal and Informal structure 

Diagram of "back home" organization's 
formal and informal structure. 

Formal and Informal Communications 
Networks 

Organizational and Group Cohesiveness 

Diagram of "back home" organization's 
formal and informal communications 
network 

Organizational Norms vs. Personal 
and Interpersonal Goals 

Planned Organizational Change 

Professor Kornbluh 

Planned Organizational Change 
One<»Kour Examination 

Differences Between- Administrative 

and Management Functions 
The Role^ of Planning - Mrainistration 

and Leadership 

A medium range plan for "back home" 
organization in the area of learners 
primary responsibility. 

Financial Management in Administra- 
tion and Leadership 

Personnel Functions in Ad;ninistra- 
tion and Leadership 

Professor Bertolaet 

Staff Development and Training 
Roles of Administrators and 
Organizational Leaders 

A plan for a staff development and 
training program appropriate to 
learners' "back home" organization. 

Further Distinctions Between 
Leadership^ hanagement^ and Ad- 
ministration 
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Education 3650 ^70 
Theories of Administrative Organization 

and Leadership 
William Dunifon^ Instructor 

Addendum C - Projected Course Schedule (continued) 
Page Three 



February 20th: Further Distinctions Between 

Leadership , Management , and 
Administration 
A Selected Range of Leadership 
Styles 

Assignment: Self-assessment of learner's own 

leadership style. 

A statement of the conditions and 
circumstances within themselves ^ 
others^ and the organization 
which promote or suggest this 
leadership style. 

Criteria Which Help Determine 

Appropriate Leadership Style for 
Individual, Organization, and 
Tasks of the Orgemization 

Suiranary Recapitulation of Course 
Content 



February 21st: 
(Final Session) 
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Education B650 71 
Vheories of Administrative Organization 

and Leadership 
William Ouhifon/ Instructor 



ADDENDUM D 



Evaluation 



Expectations of learners are indicated in Addendem c. The 
one-hour examination to be administered on Jianuary 2i, 1976, will 
be evaluated through u^e of the letter grade of ''A*, "b", "C", 
"D", and "E". The instructor will also provide written feedback 
regarding examination responses. 

The one-hour examination grade will determine one-fourth of 
the course grade ^ 

The six written assignments indicated in Addemdum C will also 
be evaluated through use of letter grades. 

Each witten assignment grade will determine Pne-eighth of 
the course grade. 

This system of "weighting" the examination and written 
assignment reflects the emphasis upon professional and practical 
application of knowledge and skills, Fully tbree-fourths of 
an individual's course jcrrade will be determined by the grades in 
the written assignments. These assignments call for persons to 
m^ike direct application of their knowledge and skills to "real 
■"iif B~se ttingsT" " ' " 
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HUMAN RESOURCES PROGRAMS 
il Credit Hours) 

Developed by Louis A. Ferman 



Course Focus 

The course examines he range of human service agency alternatives 
available as a response to economic disadvantagement. The course is exam- 
ined from two perspectives: the needs of the client and the agency organi- 
zation of the program to serve the client. The conceptual framework is from 
a social work ard human service perspective. 



Course Content 

1. See Addendum A for course content. 

2. See Addendum B for specific competencies. 

3. See Addendum C for references • 



Course Procedures 

1. Lectures will tie conceptual and theorltlcal frameworks to 
research topic areas. 

2. Students will work through a series of practical problems 
(such as client processing) in their own agency setting. 

3. Students will write two brief papers on two of fifteen topics. 
Students will use additional reference material listed in Addendum C for 
paper. 



Evaluation 

Students will be graded on problems and exercises. Some weighting 
will be given to classroom participation. The major emphasis in grading 
will be on the student's ability to apply the course materials to concrete 
situations* Students are expected to satisfactorily complete all exercises 
and papers to earn a passing grade. The course v/lll be 'graded cs puss-fciiT. 
There wil'j be no examinations. Students having difficulty completing assign- 
ments will have an opportunity to interact with the Instructor. 
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ADDENDUM A 
INSTRUCTIONAL CONTENT TOPICS 

TOPIC 

The American Experience In Manpower Policy 

A. Legislative history of manpower development 
for the hard-to-employ. 

B. Social and economic trends and their Influence 
on hunan resource utilization. 

C. Social, psychological and cultural barriers to 
full employment of the hard-to-en?>loy. 

D. The Manpower Revolution of the 1960's. 

1. The nature of the problem(s). 

2. New perspectives on manpower. 

a« new philosophies 

b. new concepts 

c. new programs 

3. Hiwianlstic and economic reference points in 
analyzing the Manpower Revolution. 

4. The manpower program and agency as problem 
solving tools. 

Who Are the Hhr^ to-Employ 
A. A ty^. ' „ ' the hard-to-employ. 

1. Life St, fls of the hard-to-emplcy. 

2. Problem ifiles of the hard-tp-employ. 

3. Value syi. ^ems of the hard-to-employ. 

Programs and Strategies for Improving the Labor Market 
and Economic C1rcur:«;tan<:es of the Hard-to-Employ, 

A. Equal Opportunity Legislation. 

B. Income maintenance programs. 
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TOPIC 

Co Planning, policy development and program imple- 
mentation. 

D. Management of inter-arganizational exchanges and 
external relations. 

Manpower Agency Operations: The Prerequisites 

A. The interdependence of technology, structure, skills 
Intervention strateo and funding. 

6. The labelling phenomenon 

1. Impact on agency— client relationship 

C. Ths routing phenomenon 

1, Understanding agency operations and strategy 
through routing data. 

D. A typology of intervention strategies for manpower 
agency operations. 

1. Psychological strategies 

2. Organizational strategies 

3. Interorganizational strategies 

4. Conmunity strategies 

Manpower Agency Operations: The Manpower Subsystems and 
the Delivery of Manpower Services. 

A. Prisplacement 

1 . Outreach 

2. Intake 

.3. Prevocational training 

4. Technical training 

5. Counseling 
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TOPIC 

B. Placement 

1. Counseling 

2. Oob analysis and description 

3. Oob vacancy determination 
4> Job matching 

5. Job placement. Job development and job creation 

C. Post Placement 

1. Coaching 

2. Other supportive services for the client 

3. Follow-up services 

4. Supportive services for company personnel 

a. executives 

b. middle management 

c. line supervisors 

d. Operational workers 

5. Interagency relations 

The Agency Manpower Mazeway 

A. The processing and labeling of clients. 

B. Information procp^sing and decision-making. 

Evaluating Manpower Operations. 

A. Systems of evaluaticii 

B. The social context of evaluation 

C. The measurement process and evaluation procedures 
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SESSION TOPIC 

IX. The Dimensions of a Locally-Based, Comprehensive Man- 

power System. 

A, The inventory of conmiunity resources, 

B, Integrating social services and service delivery 
systems . 

C, The political context. 

X. Review and Integration of Course Materials 

A. Individual student reports. 
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ADDENDUM B • 
SPECIFIC COMPETENCIES 

1. Identify major pieces of manpower legislation. 

2. Identify client target groups of manpower agencies, 

3. Analyze causes of job disadvantagement. 

4. Identify artificial employment barrievs. 

5. Identify major systems of supportive services. 

6. Identify intervention strategies and technologies of service agencies. 

7. Identify organizational agency barriers. 

8. Analyze administration and operation of a iisanpower agency, 
d. Develop positive client labels. 

10. Analyze Intra-agency relatiokiships. 

n. Identify major agency manpower subsystems. 

12. Analyze inter-agency conflict 

13. Analyze and evaluate manpower service programs. 
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ADDENDUM C 
REFERENCE MATERIALS 



Students have different backgrounds and interests. Readings 
indicated by an (*) =»re basic readings that all students should read. 
Other readings are suggested for students thav want to explore the topic 
in greater depth. References are arranged b' ion. Readings indi- 
cated by an (**) are recommended for purchat 
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I. The American Experience in Manpower Policy 

A. Legislative History of Manpower Programs. 

Ginsberg, Eli, Manpower Agenda for America , (New York: McGraw Hill 
Book Company » 1968). 

Mangum, G. L., "Manpower Research and Manpower Policy" in Indus- 
trial Relations Research Association, Volume II ^ 1971, pp. 61-128. 

Miller, S.M., "Cri ria for Anti-Poverty Policies: A Paradigm for 
Choice" in Poverty and Human Resources Abstracts , Volume III, No. 5, 
September-October, 1968. 

Levi tan, Sar and G. L. Mangum, Making Sense From Manpower Policy , 
(Ann Arbor: Institute of Labor and Industrial RelationsTTPollcy Paper 
No. 2. 1968. 

Bakke, E. Wight, The Mission of Manpower Policy , Studies in Employ- 
ment and Unemployment Series. (Washington, D . C. : Up j ohn Inst 1 tute for 
Snployment Research, 1969). 

Harbison, Frederick and Charles A. Myers, Etiucation, Manpower ^ a nd 
Economic Growth , (New York: McGraw-Hill, 1969). 

Patten, Thomas H., Manpower and the Development of Human Resources 
{New Vork: John Wiley, 197lTr^ — ^— 



B. Social and Economic Trends 

Woefbein, Seymour ^ ^Tbe Dynamics of the American Labor Force" in 
Work in American Society , (^:few York: McGraw Hill Company, 1969). 

Manpower Report to the President , (Copies on reserve at the Circu 
lation Desk of the School of Social Work Library). 

1969— Introduction. C .apters I, II and IV. 

1971— Introduction, Chapters I, 11 and III. 

1973— Introduction, Chapters I and II. 

1975— Introduction, Chapters I and H, 
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C. Social, psychological and cultural I irriers 

Ferman, Louis A., et.al . , Negroes and Jobs . (Ann Arbor: University 
of Michigan Press, 1968). 

Ferman, Louis A., et.al . , Poverty in America , (Ann Arbor: Univer- 
sity of Michigan Press, 1965). 

f^arshall, Ray and Vernon Briggs, The Negro and Apprenticeship , 
(Baltimore: Johns Hopkins, 1967). 

Miller, S. M. and Pamela Roby, The Future of Inequality , (New York: 
Basic Books, 1970). 

Miller, Herman P., Rich Man, Poor M an, (New York: Thomas Y. Crowill, 

1971). 

Doeringer, Peter and Michall Peore, li. arnal Labor Markets and Man- 
power Analysis , (Lexington, Mass.: Heath, 197TT. 



D. The Manpower Revolution of the 1960's 

**Levitan, Sar and G. L. Mangum, Federal Training and Wor v Program s 
in the Sixties, (Ann Arbor: University of Michigan Press, 196^). 



II. Who Are the Hard-to-En:ploy 

Kreps, Juanita, Sex in the Marketplace; American Women at Work, 
Policy Studies in Employment and Welfare No. 11, (Baltimore: Johns Hopkins, 
1971). 

Levitan, Sar A., and Barbara Hettrick, Big Brother's Indian Programs- 
With Reservations , (New York : McGraw-Hill , 1971). 

Sorkin, Alan, "Trends in Employment and Earnings of American Indians" 
in U.S. Congress, Joint Economic Committee, Toward Economic Oevelonment for 
Native American Communities , op.cit . , pp. 107-108. 

Forbes, Jack D, Mexican American's: A- Handbook for Educators , 
(Berkeley: Far West Laboi^atory for Educational Research and Development, 
1970). 

Marshall, Ray, The Negro and Organized Labo r, (New York; John Wiley, 

1965). 
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Sity of CMclgS'prlss: Tg|?7r-"°'"^" °' (CMcago: Univer- 

III. Programs and Strategies to Combat Economic Olsadvantagewnt 
A. Equal Opportunity Legislation 

.nst1tute"^j\*a'S^; a^i^n^iJsiffFlSi^^r^- 
Gover^ent^M^irE^'i^^^gfe??^^^ °^ the Federal 

(New York-'f^SgerrlMsj: ''^9'-° Employment ODDnr.:.miM., , 

Brooklngs^lnsUtutfont'iggg)."''''''' ''^'''-'■^'■'<''"t1on. (Washington. D.C.: 
delphla: g^?;e^?^?^;oTgelg;i,af,f^^ the Tabacco Industry. (Phlla- 
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IV. Administration and Operation of the Manpower Agency 
A. The Manpower Agency: Structure and Function 



Ferman, Louis A., Joh De velopment for the Hard-to-E rnploy^. (Ann 
Arbor: Institute of Labor and 'fnBustrial Relations, 1968). 

Ferman, Louis A., Agency-Comp any Relationsh ips in Manpower Opera- 
tions for the Hard-to-Employ , (Ann Arbor: Institute of Labor and Industrial 
Relations, 1972). 

Erfurt, John C, Handbook for Manpower Operations . (Ann Arbor: In- 
stitute of Labor and Industrial Relations, 1972). 



, B. Administrative Organization 

Vinter, R. D., "Analysis of Treatment Organizations", in Thomas, 
E., (ed.) Behavioral Science for Social Workers, (new York: Basic Books, 
1969). 

Katz, D. and R. Kahn, Social Psychology of Organizations , (New 
York: John Wiley Company, 1966), Chapter I, II and III. 

Thompson, J. D,, Organizations in Action , (New York: McGraw-Hill, 

1967). 

Street, David, et.al . , Organizations for Treatment , (New York: 
Free Press, 1966). 

Blau, Peter, et.al .. Formal Organizations , (San Francisco: Chand- 
ler, 1962). 



C. and D. Program implementation and interorganizational relations 

Reiner, Janet, et.al ., "Client Analysis and the Planning of Public 
Programs," in Journal of the American Institute of Planners , Vol. 29, 
(November, 1963) pp. 270-282. ~ 

Litwak, E. and L. Hylton, "Interorsanizational Analysis: Hypoth- 
esis on Coordinating Agencies," in Administrative Science Quarterl y, Vol. 6, 
1962. pp. 395-420. 
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y. Manpower Agency Operations: Technology and Structure 



McEntIre, D., and J. Haworth, "The Two Fimctlons of Public Welfare: 
Income Maintenance and Social Services," Social Wprk , 12, (January, 1967) . 
pp. 22-31. 

Perrow, C, "Hospitals: Technology, Structure and Goals", In March, 
J. G., (eJ.) Handbook of Organizations , (Chicago: Rand McNally, 1965) 
pp. 910-966. 

Thompson, J.D., Organizations 1n Action , op.clt .,. Chapter 2. 

Hage. 0. and M. Aiken, "Routine ijchnology, Soda! Structure and 
OrgaiHzatlon Goals", Administrative Science Quarterly , Vol. U, (September. 
1969). pp. 366-376. 

Vinter, R. D., "The Social Structure of Service", in Thomas, E.O.. 
(cd.). peh^^vioral Science for Social Workers . (New York: Free Press. 1967). 
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VI. Manpower Agevicy Operations: The Manpower Subsystems 



Raubens, Beatrice G., Special Job Creation Programs for the Hard-to- 
Employ in Western Eu rope, Manpower Research Monograph, No. H, (Washington: 
Government Printing Office), 1970. 

Stein, Bruno, On Relief: The Economics of Poverty and Welfare , (New 
York: Basic Books), 1971, Chapters 2-3. 

Steiner, Gilbert, The State of Welfare , (Washington„'D.C. : Brookings 
Institution, 1971) Chapters 3,4,6 and 7. 

Gallaway, Lowell E., Manpower Economics , (Homewood, Illinois: Irwin, 
1971), Chapter 4. 

Levi tan, Sar and G. L. Mangum, Federal Work and Training Program s 
in the Sixties , (Ann Arbor: Institute of Labor and Industrial Relations, 
1968), Chapters 3,4,5 and 6. 

U. S. Department of Labor, Operation Breakthrough , Manpower Adminis- 
tration, 1969, pp. 7-39; Glasser and Wicklant: pp. 61-119; Gordon: pp. 181- 
215; Ferman: pp. 215-235. 

Ferman, Louis A., Agency-Company Relations in Manpower Operations 
For the Hard-to-Employ , (Ann Arbor: InstUute of Labor and Industrial Kefa- 
tions, 1972). 



VII. The Agency Manpower Mazeway 



Bloedorn, Jack C, Designing Social Servi ce Systems , (Chicago: Amer^ 
can Public Welfare Association, 1970), pp. 25-62. 

Vinter, Robert, et.al .. Information and Decision Processes in Human 
Service Organizations , (Final Report to the Ofi^ice of Economic Opportunity, 
1971), Chapt-rs VI, VII. VIII and IX. 

Ferman, Louis A., "Routing and ^recessing Manpower Agency Clients", 
in Poverty and Human Resource Abstracts , (TBeverly Hills: Sage Publications, 
1 97"4) pp. 1-15. 
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VIII. Evaluating Manpower Programs 

Borus, Michael E. and William Tash, Measuring the Impact of Man- 
power Programs > ^Ann Arbor: The Institute of Labor and Industrial Relations) 
1970. 

Cain, Glen, et.al ., "The Methodology of Evaluating Social Action 
Programs", in Publ i c-PfTyTfe Manpower Policies , (Madison, Wisconsin, IRRA, 
1970, pp. 5-33T: 

Oeniston, L., et.al . , "Evaluation of Program Effective ^' .s" in 
Public Health Reports , Volume 83, No. 4, (April, 1968), pp. 323-S35. 

Ferman, Louis A., "Some Perspectives on Evaluating Social Wel- 
fare Programs", 1971 (on reserve in the School of Social Work Library at 
reserve publications desk). 

Hardin, Einar, "On the Choice of Control Groups", Paper presented 
at the Conference on the Evaluation of the Impact of Manpower Programs, 
Columbus, Ohio, June, 1971, 31 pp. 

Herzog. Elizabeth, "At What Points is Change to be Measured?", 
Some Guide Lines for Evaluative Research , (Washington, D.C.: U.S. Depart- 
ment of Health, Education and Welfare, 1959) pp. 50-71. 

Levlne, Abraham, "Cost Benefit Analysis and Social Welfare Pro- 
gram Evaluation" 1n Welfare in Review, Vol. 4, (February, 1965), pp. 1-11. 

Spendler, Arthur, "PPBS and Soc-Sal and Rehabilitation Services", 
in Welfare in Review . Vol. 7, No. 2 (March-April. 1969). 

Stromsdorf er , Ernest, "Determinants of Economic Success in Re- 
training the Unemployed: The West Virginia Experience," The Journal of Human 
Resources , Vol. 3, No. 7 (1968), 139-152. 

Weiss, Carol, Evaluation Research: Methods for Assessing Program 
Effectiveness (Prent:,ea-Hall , 1972). 

IX. Dimensions of Locally-Based Manpower Systems 

Ferman. Louis A., "The 'Full Service' Manpower Agency", 1971, (Un- 
published paper; to be distributed). 

Hasenfeld, Y., Manpower Placement: Service Delivery for the Hard- 
to-Etnploy , (Ann Arbor: Institute of Labor and Industrial Relations, .973). 
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THE UNIV5KSITY OF MICHIGAN 



School or Educ >.tion 



Education J607 J^i^* Miller 

Environmertal Information Instructor 
Two Credit Hours 

A. COURSE FOCUS 

Thit; coiiTse is designed to facilitate the developTnent of skills 
whiih will enable the learners to translate current theories of 
career development into viable career guidance programs. Broad 
goals of the coiirse include: (l) knowledge of career development 
theories; (2) ability to translate those theories into specific 
program goals based on client needs; (3) ability to design a career 
guidance program to meet these goals using a variety of guidance 
strategies; and {h) ability to implement, evaluate and renew the 
career guidance program. Special emphasis will be given to pro- 
viding information relevant to the older youth and adult population 
and to a variety of organizational settings. The final outcome 
of the course is an increase in the learners' ability to design 
and implement career <«;uidance programs for their current work 
setting. 



B. COURSE COKTENT 



Please ref>^ Addendum A. 



C. REFERENCE MATERIALS 



There will be three ^ajor required resources for this course. 
First, each learner will be required to parchase the Heighten 
Mifflin Guidance Monograph Series IV; Career Information a nd 
Development edited by Shelly Stone and Bruce Shertzer. Th-^ 
set consists of eight monographs including: 

"Theories of Occupational Choice and Vocational Development" - Zaccaria 

"Psychological Influences on Vocational Development" - Zytowski 

"Students* Vocational Choices: A Review and Critique" - Brown 

"College Infor.a?>tlon and Guidance" - Barre 

"Occupational Information and Guidance" - Sinick 

"The Theory/practice of Communicating Educational and Occupational 

Information" • Martin 
"Decision-Making and Vocational Development" - Herr 
"Innovations in the Use of Careor Information" - Chick 
"Influence of Sociological Factors Upon Vocational Development - Bain 

Several of these monograr)hs will form the basic required readings for 
the course. The totr action will provide a major reference library 

for the learners aft( ae course is completed. 
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C, REFERENCE MATERIALS • Con't 

A second required resource will be two interest inventories: the 
Self Directed Search and the Ohio Interest Inventory > 



The final required resource for the course is the ERIC System, Each 
learner will identify program resources by using this system. Arrange- 
ments have been made to allow the learner to utilize the ERIC materials 
in the ERIC Counseling and Personnel Services Information Center 
/ocated in the School of Education. 

Please refer to Addendum B for a general reference list for this course. 

D. COURSE PROCEDURES 
Please refer Addendmn C. 

E, EVALUATION 

Please refer to Addendum D, 
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ADDENDUM A 
COURSE CONTENT 
Area I - Career Development Theories 

This area will focus on the introduction of career dev(^lopment 
theories, in depth study of several of these theories and the 
application of these theories to a self-study of the learner's 
own career development. 

Specific learner competencies include: 

A. Learne>' will know the career developnent theories of Super, 
Tiedeman, Roe and Holland. 

B* Liearner will understand persona?- and social factors which 
influence career development. 

C. Learner will be able to define such terms as interests, 
aMlities, achievement, work values, life style, career 
patterns, career role models, and career development 
stages. 

D. Learner will be able to analyse his/her own career develop- 
ment in light of career developnent theoriei^. 

Area II - Career Guidance Program Development; Goal Setting 

This area will help learners develop competencies in developing 
career guidance program goals and objectives. Major concepts 
presented wiU include needs assessment techniques and use of 
needs assessment data to develop program goals and objectives. 

Specific learner cr^petencies include: 

A. Learner will understand various needs assessment techniques 
including surveys^ interviews, standardized tests, and 
needs ranking procedures. 

B. Learner will develop a needs assessment procedure for his/her 
own work setting. 

C. Learner wixl conduct a needs assessment in his/her own 
work setting. 

D. Learner will interpret the data from his/her needs assessment 
and translate these data into career guidance program goals. 

E. Learner will identify objectives for each of the selected 
program goals. 
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Area III * Career Guidance Program Development; Designing Career Guidance 
Programs 

This area will help learners design a career guidesjnce program to 
facilitate the clients' obtaiitoent of program goals. Major concepts 
presented include the introduction of major guidance strategies 
such as counseling, assessment and testing, occupational information 
systems, career information resources, decisioh-making training, 
and other new guidance techniques* Also, the area will stress the 
use of the ERIC System to identify guidance strategies and criteria 
for selecting guidance strategies for specific guidi*nce programs. 

Specific learner competencies include; 

A. Learner will understand the counselir>g process and will 
practice counseling skills such as listening, attending 
and client goal setting, 

B. Learner will understand basic testing principles, categories 
of tests, and will take and interpret selected interest 
inventories • 

C. Learner will \inderstand several occupational classification 
systems and career information resources. 

D. Learner will be aware of other guidance procedures such as 
decision-making training, social modeling, achievement 
motivation training and values clarification. 

E. Learner will know bow to use the ERIC System and will 
search the system to identify career guidance strategies • 

F. Learner will learn criteria which can be used to select career 
gtiidance strategies for his/her own program, 

G. Learner will apply these criteria to select career guidance 
strategies to meet the goals established for his/her program. 

Area IV - Career Guidance Program Development; ' Implementing, Evalxiating, 
and Renewing Caxeer Guidance Programs i 

This area will focus on helping learners develop skills in implementing, 
evaluating and renewing career guidance programs. Major concepts pre- 
sented will include guidance staffing patterns^ planned change strategies, 
types of program evaluation and uses of evalua'jion data for program revision. 
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Area IV - Career Guidance Program Development; Implementing, Evaluating 
and Renewing Career Guidance Programs - Con'T 

Specific learner competencies include: 

■ A. Learner will know possible role definitions of various 
guidance staff such as counselors, peers, community 
volunteers and paraprofessionals , 

B. Learner will be able to differentiate between product and 
process evaluation • 

C. Learner will develop skills needed to design program 
evaluation for his/her own work setting. 

D. Learner will be aware of basic methods of using evaluation 
data to revise cejreer guidance; programs. 

E. Learner will understand selected principles of planned 
change . 

F. Learner will know how to complete a force-field analysis 
and develop program implementation strategies from that 
analysis. 
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REFiRENCE LIST 



Not«: These references utilize tUe APGA preferred bibliographic style. 
IB numbers indicate that the reference is available through the 
Educational Resovirce Information Center (iSIC) . Any library 
vhich has a standing col3.eetion of ERIC materials will have 
these resources. They wJOl be on reserve at the ERIC Counseling 
and Personnel Services laformation Center located in the 
School of Education. 

Adkins, W.R. Life skills: structured counseling for the disadvantaged. 
Personnel and Guidance Journal , 1970, h$t IO8-II6. 

Alschuler, A. How to develop achieveacent motivation: a course manual 
for teachers. Cambridge, Mass; Achievement Motivation Development 
Project, 1969. (ED 07U 239) 

American Personnel and Guidance Association. Personnel and guidance 
Journal. Special issue on career development, 1975, 53 (S*!* 

Bertcher, H. Role modeling and role playing: a manual for vocational 
development and employment agencies. Ann Arbor J Manpower Science 
Services, Inc., 1971. (ED 053 350) 

Bobbitt, F. and Letvrin, L. Techniques for teaching disadvantaged youth in 
vocational education. East Lansing, Mich: Michigan State University, 

1971. (ED 061 U53) 

Boocock, S.S. The life career game. Personnel and G-uida nee Journal, 
1967, 1+6(1*), 328. 

Budke, W.E. Review and synthesis of information on occupational exploration. 
Columbus: Center for Vocational-Technical Education, The Ohio State 
University, 1971- (ED 056 165) 

Campbell, R. et. al. Career guidance: a handbook of methods . Columbus: 
Charles Merrill, 1973. 

Carkhuff, R. The art of problem solving . Aahurst, Mass.: Human Resources 
Development Press, 1972. 

Carlson, R. Building a psychological career awarenes model: a field 

study to evaluate the effectiveness of achievenent motivation simulation 
on career development. Washington: District of Columbia Public Schools, 

1972. (ED 068 712) 

College Entrance Examination Board. Deciding; a dicision -makinK program 
for students. Princeton, N.J., 1972. 
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College Entrance Examination Board. De cisions and outcomes , Princeton, 
N.J., 1973. ^ 

Friel, T. The counselor guide to career decision-making skills: designed for 
use vith the educational and career exploration system. Flint, Mich: 
Genesee IntermedisAe School District, 1972. (ED 0&-\ k32) 

Gordon, E. Counseling the disadvantaged; avenues to effectiveness. 
CAPS Capsule, I969, 2(2), 3-9- 

Hansen, L.S. Career gpiidance practices in school and community . Washington, 
D.C. National Vocational Guidance Association, 1970. 

Hallberg, E. (Ed.) Guidance for urban disadvantaged youth , Washington, 
D.C: American Personnel and Guidance Association, 1971. 

Indiana Career Resource Center* Resources for career development. South 
Bend: University of Indiana, 1971. (ED 079 621) 

Jones, B. Planning, developing and field testing career guidance programs: 
a manual and a report. Palo Alto, Calf: American Institutes for 
Research in the Behavioral Sciences, 1972. (ED 06I* 663) 

Jones, V/.R. Finding caranunity: a guide to community research and action. 
Palo Alto, Calf: James E. Preel and Associates, 1971. (ED 051 03U) 

Lockett, R.E. and Davenport, L.F. Review and synthesis of research on 
vocational education for the urban disadvantaged. Columbus: Center 
for Vocational-Technical Education, 1971. (ED 058 391) 

Miller, J. and Leonard, G. Career guidance practices for disadvantaged 

youth , vi'ashington.^ D.C: National Vocational Guidance~Association, 197^. 

Keisvender, L. Maximizing your training efficiency: the a;pplication of 
behavioral principles to job training. New York: Mobilization for 
Youth, Inc., 1972. (ED O76 837) 

Prediger, D. The vital role of testing in career guidance. Paper presented 
at the American Personnel and Guidance Association Convention, San 
Diego, 1973. (ED O78 051) 

Russell, R.D. Black perceptions of guidance. Personnel and Guidance 
Journal, I97O, U8(9), 721-728. ~ — 

Saskatchewan New Start, Inc* Life skills: a course in applied probleKi 
solving. Prince Albert: 1971. (ED Oi+9 353) 

Seiler, J. Preparing the disadvantaged for tests. Vocational Guidance 
Quarterly , 1971, 19, 201-205^ 
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Simon, S. et. fid. Jtew York: Hart Publishing Co., 

Smitn, R. FaciHtatir^^ «ax«eer 'ievelopment througH decision-making: a 
pilot study. CharjS^^on, Weet VitginU: Aj^palacbia Educationel 
liaDoratory, 1973. (^^J 079 ^3) 

Swanson, M.T. Your VQi,i»ftteer P^ograju; otganization and administration 
of volunteer prog^.^. Ank^ny, tov&i Des Moines Area Coaraunity 
college, 1970. 05a IH^) 

Vetter, L. and Sethn^V* B. WoCJ^ tne work force; development and 
field testing of ^vti^^icol^''^ materials. Coiunibus: center for 
Vocational^Technic;^ Edi>catton, I972, (ES) 072 175) 

Vontress, CE. Counse^^ng slacks. Per B.onnekand^_Gui da^^Qe Journal, 
i970, lf8(9), 713-7^^-- 

Vriend, T.J. High-pew/*=>miiig l^ei"-city adolescents assist low-performing 
peers in counselii^ groups- Personnel_^id^Gi^^^ 1969, 
U7(9), 897-90U. 

WUiiwis, R.L. Abuses ^^^'^ ^ testing black children. The 
counseling Psychoyg glst , 3-971, 3(3), 62-72. 
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ADDENDUM C 
COURSE PROCEDURES 



Session 1: Monday^ October 6> 197^ 

Instructional Topic: Area I • Career Development Theory 
pre-Session Learning Activity: None 
In-Session Learning: 



Activity Method Resource 

OverView of coxzrse Lecture and None 

Questions 

Analysis of Learner's Simulation Career Development 

career development Activities • 

session 2; Tuesday, October 7> 1979 

Instructional Topic: Area I - Career Development Theory 

Pre-Session Learning Activity: Selected references on cajeer development. 

In-Session Learning: 

Activity Method Resource 

OverView of career Lecture None 

development theories 



Application of career Small group Career development 

development theories discussion case studies 

Session _3* Wednesday. October 8, 1979 

Instructional Topic: Area II - Goal Setting 

Pre-Session Learning Activity: Selected references on client needs. 

Develop working list of needs assessment 
items « 

In-Session Learning: 



Activity 



Method 



Resource 



Overview of needs 
assessment 



Lecture 



Overhead transparencies 



Participate in needs 
assessment 

Develop baailc of needs 
assessment items 



Small group data 
collection 

Small group 

brainstorming 



Needs Assessment 
Bingo Game 

Develop item bank 
for use by clac.5 
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Sess i on kx Thursday, October 9^ 1979 

Instructional Topic: Area II - Goal Setting 

Area III - Designing Career Guidance Programs 
Pre-Session Learning Activity: Develop a tentative list of goals and 

objectives from sample needs assessment 

data* 



In-Session Learning: 
Activity 

Develop goals and 
objectives from needs 
assessment 

Assessment of Area I 

Overview of career 
guidance strategies 



Method 
Soaall group 

Sxamlziation 
Lecture 



Resource 

Program Development 
Worksheet 



Overhead transparencies 



Session ^; Friday. October 10> 197^ 

Instructional Topic; Area III - Designing Career Guidance Prograaifi 
Pre-Session Learning Activity: Take two interest inventories. 

Selected references on testing and 
oovmsellng* 



In^Session Learning: 
Activity 

Introduction to 
counseling 

Practice counseling 
skills 

Introduction to testing 
principles 

Introduction to types 
of tests 

Back Home Assip;nmeuts 



Method 
Lecture 

Role play in trios 
Lecture 



Browse through test 
xoaterials 



Resource, 
None 



Coxmseling case 
studies 



Overhead transparencies 



Counseling Laboratory 
Test Pile 



Conduct Needs Assessment Study 
Complete Career Development Self -Study 
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Session 6: Monday, November 17, 1973 



Instructional Topic: Area III - Designing Career Guidance Programs 
Pre-Session Learning Activity: Selected references on occupational 

classification systems amd career 
information resources. 



In-Session Learning: 
Activity 

Intrepretation of interest 
inventories 

Introduction to occupa- 
tional classification 
systems 



Introduction to career 
infoimation resources 



Method 

Group test 
interpretation 

Ler, ?re 

Iki^^. learner identify 
occirpations related to 
his^er interest 
profile 

Lecture 

Br^owsing through 
materials 



Resource 

Interest inventory 
results 

None 

Occupational information 
materials 



Selected career 

information 

resources 



Session 7> Tuesday 5 November 18> 1973 

Instructional Topic: Area III - Designing Career Guidance Programs 
Pre-Session Learning Activity: Selected readings on career guidance 

methods • 

"How to Use S^IC" brochure. 



In-Session Learning: 
Activity 

Overview of carreer 
. guidance methods 



Introduction to ERIC 



Method 



Lecture 



Mini-Workshop in career 
guidance methods 

Demonstration 



Resource 

Bibliographies and chart 
of methods 

Selected career guidance 
materials 

ERIC Center staff 



Session 8; Wednesday, November I95 1975 

Instructional Topic: Area III - Designing Career Guidance Methods 
Pre-Session Learning Activity: Develop proposal for final project 1 



106 



Education J607 
Environmental liJ'crmation 
Juliet Miller, Instructor 
Addendum C - U 



97 



Session 8 ■> Con't 

In-Session Learning: 
Activity 

Search of 5EIC tnaterials, 
career guidance resources, 
and testing materials. 

Approval of final project 



Method 

Individual activity 



Individual conference 
with instructor 



Resovcrce 

HRIC Center and 
Counseling Laboratory 



Session 9: Thursday^ November 20^ Ifl^ 

Instructional Topic: Area IV - Implementing, Evaluating and Reneving Career 

Guidance Programs 

Pre-Session Learning Activity; Selected references on staffing and evaluation, 
In-Session Learning: 



Activity 

Overview of staffing 
patterns 

OverView of evaluation 

Review of evaltiation 
instrviments 



Method 
Lecture 

Lecture 



Resource 



None 



Horn. 



Evaluation item samples 



Small group 

Session 10: Friday^ November 21, 19 73 

Instructional Topic: Area IV - Implementing, Evaluating and Renewing Career 

Guidance Px'ograms 

Pre-Session Learning Activity: Selected references on planned change. 
In-Session Learning: 



Activity 

Introduction to planned 
change 



Method 

Mini-Workshop in 
planned change 



Resource 

Selected plemned change 
materials 



Back Home Assignment 

Complete Career Guidance Program Description 



107 



EKLC 



* Education J607 
Environmental Information 
Juliet Miller, Instructor 



98 



ADDENDUM D 
EVALUATION 

Four maoor assignments will provide the basis for course evaluation. 
These are: 

A. Career Development Self-vStudy 

This assignment calls for the learner to analyse his/her career 
development in light of career development theories thus exploring 
his/her own career pattern and choices in light of values, interests, 
achievements, abilities, life style, career role models, and decision 
making styles. 

This is a required assignment but will not be graded. It will account 
for 10% of the final grade. 

E. Examination 

One one-hour examination will be given on Thursday, October 9th. This 
exam will cover Area I - Career Development Theory. 

This assignment will account for 25% of the final grade 

C. TJeeds Assessment Study 

This assignment will call for the learner to design, administer and 
interpret a needs assessment study. It will be assigned during the 
first week of the course and will be due Monday, November 17th. 

This assignment will accoiint for 23% of the final grade • 

D. Career Guidance Program Description 

This assignment will call for the learner to design a career guidance 
program to facilitate two to three of the priority goals established 
by the Needs Assessment Study. The Career Guidance Program Description 
must contain goals and objectives, guidance strategies, evaluation, 
staffing and implementation strategies. It will be due on or before 
December 8th. 

This assignment will account for UO^ of the final grade. 
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E<M? Discussion Only 
June 9. 1975 



E663: SEMINAR I 



Occupational Education/Manpower Option 
3 Semester Hours Credit 
Developed by John T. Odbert 



SEMINAR FOCUS 

Seminar I will provide the participants with the oppor- 
tunity to develop a comprehensive awareness atnd uitderstanding 
of the components of manpower program development. Seminar II 
will focus on the actual development of manpower program com- 
ponents. Seminars I and II will also infuse the competencies 
from the related courses into a common core of 1) awareness, 
2) undey^standing, and application skills. 

Seminar I will focus on the identification and analysis 
of issues and needs which influence the successful development 
of comprehensive manpower programs and services. This seminar 
will constantly focus on the utilization and application of 
problem-solving techniques with special attention toward the 
following topic areas: 

1. Manpower legislation: present, future and past. 

2. Federal, state and local roles and responsibilities, 

3. Funding resources and guidelines. 

4. Identification of client-centered needs. 

5. Manpower program development. 



SEMINAR CONTENT 

Please refer to Addendum A. 



REFERENCE MATERIALS 



No textbook will be required for this seminar. The semi- 
nar leader(s) will provide carefully selected reference materials 
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DRAFT 

l^or Discussion 
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Only 



at appropriate points during the spf^ 
books, articles, and/or referenc' 
for general distribution, partit 
at the Reserve Desk of the 6rad' 
er(s), and selected resource persu,. 



those cases where 
are not available 
lave access to them 
The seminar lead- 
n al so make periodic 



suggestions regrrding materials an individual participant may 
wish to purchase. 

Please refer to Addendum B for a general reference list 
for. this seminar. 



SEMINAR PROCEDURES 

Please refer to Addendum C for: 

1. Seminar Procedures 

2. Seminar Expectations 

3. Seminar Assignments 

4. Campus Schedule 

5. Field-Based Schedule 



EVALUATION 

Please refer to Addendum D for an outline of the evalua 
tlon criteria to be applied for this seminar. 
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ADDENDUM A 



OUTLINE OF SEMINAR CONTENT 



AREA I: ACHIEVEMENT MOTIVATION SEMINAR 

Participants will learn the theory and applications of the 
achievement motivation concept. The seminar will center around 
the participants' achievement motivation; however, the ultimate 
focus will be the application of theory in the daily adminis- 
tration of manpower programs. 



Specific Competencies : 

1. Describe the process of success identification. 

2. Describe the process of strength identification. 

3. Describe the process of value Identification. 

4. Describe the techniques of conflict management. 

5. Describe the elements of goal setting. 



AREA II; MANPOWER LEGISLATION; PRESENT, FUTURE AND PAST 

Participants will review present, future and historical 
trends and Issues in manpower legislation. This review will 
Include the political, social and economic forces which re- 
sulted in manpower legislation. Selected pieces of manpower 
legislation will be analyzed to Identify strengths, concerns, 
and ultimate outcomes. Special attention will be given to 
future trends in the development of manpower legislation. 



Specific Competencies ; 

1. Describe the historical development of manpower 
legislation. 

2, Describe the political, social and economic forces 
which influenced the current manpower legislation. 
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3. Describe the strengths, concerns and outcomes 
of selected pieces of manpower legislation. 

4. Analyze future issues and trends in the develop- 
ment of manpower le< ition. 

.■c. ,T,. PmiTRAL. STATE .. _,l ROLES AND RESPONSIBILITIES 
pai-tlcloants will examine the roles and responsibilities 

-.-;i?Ss;^tosrrS%r/ecr4],??r:ijs'rtri^^ 

sponsor. 

S pecific Competencies ; 

1 Describe the primary roles and ''esponsibil i ties of 
thlvarious federal agencies concerned with man- 
power programs. 

o n««,-rihe the Drimary roles and responsibilities of 
?he JartouS'stalrSgencies concerned with manpower 

programs . 

r.ruUi"aUsri:t-?o^rerne3"iijrrarp:s:r5;oi;aL. 

services and agencies. 
AREA IV ^'"NDING RESC 'P^P^ GUIDELINES 

.„.s^-ra?;??fpinrs^:i]fera:^nrra"n5;;;r"f.;5?s,ir.e??:u 

JitS special aitention toward local applications. 

S pecific C om petencies ; 

1. Identify manpower funding resources. 
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2. Interpret funding guidelines. 

3. Apply manpower funding formula. 

4. Identify innovative needs and services. 

AREA V; IDENT^ " CLIENT-CENTERED NEE u ^ 

Participants will identify client-centered needs with 
special attention toward the identification of local priorities 
and requirements. 

Specific Competencies : 

1. Describe recruitment functions. 

2. Describe placement functions. 

3. Outline client flow system(s). 

4. Determine program selection priorities. 

AREA VI: MANPOWER PROGRAM DEVELOPMENT 

Participants will identify the occupational and educational 
components Involved in the successful development of manpowar 
programs. Special attention will be given toward the development 
of a broad, comprehensive awareness of occupational and educa- 
tional services and needs. 

Specific Competencies : 

1. Describe occupational preparation steps. 

2. Describe teaching-learning strategies. 

3. Describe components of curriculum development. 

4. Plan training programs. 

5. Identify target job requirements. 
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ADDENDUM B 



REFERENCE LIST 



Borus, Michael E. , and Tash, William R. Measuring the Impact 
of Manpower Programs: A Primer. (Policy Papers in 
Human Resources and Industi^ial Relations, No. 17.) Ann 
Arbor, Michigan: Institute of Labor and Industrial 
Relations, The University of Michigan - Wayne State 
University, November. 'i970. 

Butler, F. C. Handbook for Job Corps Instructional Systems 

Development ; Washington, D.C.: U. S. Government Printi n g 
Office, 1967. 

Butler, F. Coit. Objectives for Occupational Education . 
Pittsburgh: American Institutes for Research, 1968. 

Craig, R. L., and Bittel, L. R. (eds.). Training and Develop - 
ment Handbook . New York: McGraw Hill , 1967. 

Eichner, Alfred S. State Development Agencies and Employment 
Expansion . (Policy Papers in Human Resources and In- 
dustrial Relations, No. 18.) Ann Arbor, Michigan: 
Institute of Labor and Industrial Relations, The Uni- 
versity of Michigan - Wayne State University, November, 
1970. 

Evans, Rupert N. Foundations of Vocat ional Education 
Columbus: Merrill , 1971 . — ' 

Hasenfeld, Yeheskel. Manpower Placement Service Delive ry for 
• the Hard-to-Employ": (Policy Papers in Human Resources — 
and Industrial Relations, No. 21.) Ann Arbor, Michigan: 
Institute of Labor and Industrial Relations, The Uni- 
versity of Michigan - Wayne state University, May, 1973. 

Hiestand, Dale L. Discrimination in Employment: An App raisal 
of the Research. (Policy Papers in Human Resources and — 
Industrial Relations, No. 16.) Ann Arbor, Michigan: 
Institute of Labor and Industrial Relations, The Univer- 
sity of Michigan - Wayne State University (A joint 




Manpower Policy Task Force, 
970. 
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Levi tan, Sar A., and Mangum, Garth L. Federal Training and 
Work Programs in the Sixties . Ann Arbor, Michigan: 
Institute of Labor and Industrial Relations, The Uni- 
versity of Michigan - Wayne State tiniverslty, 1969. 

Levltan, Sar A., and Mangum, Garth L. Making Sense of 
Federal Manpower Policy . (Policy Papers In Human 
Res0urces and Industria'l Relations, No, 2.) Ann Arbor, 
Michigan; Institute of labor and Industrial Relations, 
The University of Michigan - Wayne State University 
(A joint publication with the National Manpower Policy 
Task Force, Washington, D.C.), March, 1967. 

Levltan, Sar A. Programs in Aid of the Poor for the 1970's . 
(Policy Studies in Employment and Welfare, No. 1.) 
Baltimore; The John Hopkins Press, 1969. 

Levltan, Sar A., and Taggart, Robert. Social Experimentation 
and Manpower Policy; The Rhetoric and the geallty . 
(l^oTlcy Studies in Employment and Welfare, No. 9.) 
Baltimore: The John Hopkins Press, 1971. 

Mangum, Garth L., and Walsh, John, A Decade p f Manpower 
Development and Training . S a 1 1 Ta ke C 1 ty , Utah: 
Olympui Publ ishing Company, 1973. 

Myers, Charles A. The Role of the Private Sector in Manpower 
Development . (Policy Studies in tmpioyment and Welfare, 
No. id) (Baltimore; The John Hopkins Press, 1971. 

Nemore, Arnold L., and Mangum, Garth L. Reorienting the 
Federal -State Employment Service . (Policy Papers m 
Human Resources and Industrial Relations, No. 8.) Ann 
Arbor, Michigan: Institute of Labor and Industrial 
Relations. The University of Michigan - Wayne State 
University (A joint publication with the National Man- 
power Policy Task Force, Washington, D.C.), May, 1^68. 

Ruttenberg, Stf>nley H., and Gutchess, Jocelyn. The Federal - 
State Employ.nent Service; A Critique . (Policy Studies 
\n Employment and Welfare. No. 5.} galtimore: The 
John Hopkins Press, 1970. 
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Ruttenberg. Stanely H., and Gutchess, Jocelyn. Manpower 
Challenge of the 1970's; Institutions and Social 
Change . (Policy Studies In Employment and Welfare, 
NO. 2. ) Baltimore: The John Hopkins Press. 1970. 

Smith. Wil J. (ed.). The Poor and the Hard-Core Unemployed: 

Reccommendations for New Approaches^ Ann Arbor. Michigan: 
Institute of Labor and Industrial Relations. The Uni 
sity of Michigan - Wayne State University (A ioit^t pub- 
lication with the Office of Research and Development, 
Appalachian Center, West Virginia University. Morgantown), 
1970. 

U.S. Department of Labor. Dictlonai'y of ^Occupational Titles . 
Washington, D.C.r U.S. Government Printing Office, 1955. 

U.S. Department of Labor. Occupational Outlook Handbook , 
1974-75 . Washington, 5Tt7^ U.S. Government Printing 
Office, 1975. 

Venn, G. Man. Education, and Work . Washington, D.C.: 
American Council on Education, 1964. 

Venn, G. Man. Education, and Manpower . Washington, O.C.: 
American Association of School Administrators, 1970. 

Warren, Malcolm W. Training for Results . Reading: Addlson- 
Wesley Publishing Company, 1969. 

Wenrlch, Ralph C, and Wenrlch. J.W. Leadership In Adminls - 
tratlon of Vocational and Technical Education . Columbus: 
Merrill, 



MOTE: These references are provided as a general reference 
for participants. Selected reference materials will 
be distributed at appropriate points during the 
seminar. Materials not available for general dls- 
tHbution will be placed at the Reserve Desk of the 
^aduate Library under the title: Education E-663/ 
Seminar I. 
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ADP^NDUM c 

semikaR procedures 



A. Campus-Ba^ gj setnlnaX (30 contact hou**^) 

'^noroji^ ■ Ifily eighteen hours of seminar time will be 
yt^li^^^ to P>"ovicie Intensive instruction. A variety 
Of re^^^^ce Persons Will he used to provide specialized 
cpnteii^ an<* instruction. 

2. Appro^^^iately twelve hours of seminar time will be uti- 
lized interaction and discussion among the partici- 
pants^ ^esOurce Person(s). and seminar leader(s). 

3. Some ^^Ulnar time wH] be utilized for ly evaluation, 
2) a((^»nced organizihg, 3) project development, and 
4) dt^^^'ni nation of information. 

4. Some ^^n-senni nar ti»n^ will be required for completion 
Of as^'*9nm€n^s and selected readings. 



B. Flel d^Bas ^^ Hi n jjiSeMnals (15 contact hours) 

1. Appro;i'*'nately four mtni-seminars will be provided for 
each ^^rticiPant or» ^ regional basis. 



sem.ina^ex£pctations 

^, Each participant is expected to attend and a.cttvely parti- 
cipate it\ campus and field-based seminars. 

B. Each partl<=1pan* expected to complete asstgned activ- 
ities and ^^idi'^Ss by th^ dates specified. 

C. Each partl'^^ P^Ji* i^ ^xp^ctcd to take a final examination 
■Ajiid complete g seminar evaluation form at the last meeting. 



Ill >_S|MINAR ALIGNMENTS 

A. Particip^<»*s wi"*^ be required to complete all required 
assignmerii^^i in Writing, by the dates specified. 
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B. Participants will be r^qvil , *oilow the wr^ h 
guidelines which will ue pro. ded for each assignmer.t . 



A. First Friday Evening 

1. Introduction to seminar (1 hour) 

2. Advanced organizing (1/2 hour) 

3. Planning (1/2 hour) 

B. First Saturday 

1. Achieveroent Motivation Seminar (8 hours) 

a. Two resource persons - both A.M.S. trainers 

2. Assignment 

C. Second Friday Evening 

1 . Manpower Legislation: present, future and past 



hours) '■ 

a. two resource persons: 1) one federal legislator, 
2) one federal manpower specialist 

b. Discussion/Interaction (2 hours) 



D. Second Saturday 

1. Roles and Responsibilities: federal, state and 



Voca l (2 hours) 

a. Three resource persons: 1) one federal manpower 
specialist, 2) one state manpower specialist, 
3} one local manpower specialist 



IV - CAMPUS SEMINAR SCHEDULE 



118 



109 



The Uniyrrsity of Michigan 
School of Education 
Occupational Eduplition Programs 



DRAFT 



For Discussion Only 
9, 1975 



2. funding Resources an_d Guidelines (2 hoyrs) 

a. Three resource persons: 1) one federal funding 
specialist* 2) one state funding specialist, 
3) one local funding specialist. 

E. Third Friday Evening 

1. Identification of CI ient-^Centered Needs (2 hours) 

a. Two resource persons: both client services' 
specialists 

2. Discussion Interaction (1 hour) 

3. Final business (1 hour) 

F. Third Saturday 

1. Manpower Program Oevelopment (2 hoqrs) 

^. Two resource persons: both manpower program 
planning and dc^velbpment specialists. 

2. Discussion/Interaction (2 hours) 

3. Seminar Evaluation (1/2 hour) 

4. Final Examination (l 1/2 hours) 

' FIELD-BASED MINI-SEMINAR SCHEDULE 
A. First Evening (4 contact hours) 

1, Identify local roles and responsibilities 
a. One local resource person 

2. Discussion/Interaction 
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B. Second Evening (4 contact hours) 

1. Identify local funding resources and guidelines, 
a. One local resource person 

2. Discussion/Interaction 

C. Third Evening (4 contact hours) 

1. Identify local client-centered needs, 
a. One local resource person 

2. Discussi on/ Interaction 

D. Fourth Evening (4 contact hours) 

1. Identify local manpower program development needs, 
a. One local resource person 

2. Discussion/Interaction 
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ADDENDUM D 
EVALUATION 

A. Assignments 

1. Four performance-based assignments will be required. 

2. Each assignment will provide specific evaluation 
criteria and format guidelines. 

3. Each assignment will determine 15 per cent of the 
final grade. 

B. Final Examination 

1. The final examination will determine 20 per cent of 
the final grade. 

C. Seminar Participation 

1. The seminar leader(s) will determine 20 per cent of 
the final grade based on the level of active parti- 
cipation in the seminars. 
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E663: SEMINAR II 



Occupational Education/Manpower Option 
2 Semester Hours Credit 
Developed by John T. Odbert 



SEMINAR FOCUS 

This seminar will focus on the development and application 
of 1) planning skills, 2) operating skills, and 3) evaluation 
skills as they relate to the delivery of manpower programs and 
services . 

This seminar will enable the participant to apply these 
key skills toward the development and implementation of: 

1. Operational and organizational guidelines. 

2. Employment delivery systems. 

3. Educational delivery systems. 

4. Occupational information systems. 

5. Manpower support services. 



SEMINAR CONTENT 

Please refer to Addendum A. 



REFERENCE MATERIALS 

No textbook will be required for this seminar. The semi- 
nar leader (s) will provide carefully selected reference materials 
at appropriate points during the seminar. In those cases where 
books, articles, and/or reference materials are not available 
for general distribution, participants will have access to them 
at the Reserve Desk of the Graduate Library. The seminar lead- 
er(s), and selected resource persons, will also make periodic 
suggestions regarding materials an individual participant may 
wish to purchase. 

Please refer to Addendum B for a general reference list 
for this seminar. 
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2. Develop comprehensive manpower program plans. 

3. Identify program evaluation criteria, 

4. Develop, monitor, and evaluate fiscal information. 

AREA III; EMPLOYMENT DELIVERY SYSTEMS 

PartlclpanvS will explore various employment delivery 
systems with special attention toward the development of local 
employment delivery systems. 

Specific Competencies ; 

1. Develop subsidized and public service employment 
options* 

2. Describe employment requirements and outcomes. 

3. Develop experimental and/or demonstration employment 
programs . 

'I. tJtilize Job restructuring and Job dovelopment. tech- 
niques . 

5. Identify employment expectations of employers and 
employees. 

AREA IV ; EDUCATIONAL DELIVERY SYSTEMS 

Participants will explore various educational delivery 
systems with special attention toward the development of local 
educational delivery systems* 

Specific Competencies ; 

1. Develop institutional training plans, contracts, and 
agreements . 

2. Develop educational counseling, assessment, testing, 
and placen»ent procedures. 
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3* Write educational goal statements and performance 
objectives. 

4. Identify the psychomotor, cognitive, and affective 
skill requirements of occupations. 

5. Utilize qualitative and quantitative evaluation tech- 
niques . 

6. Design experimental and/or demonstration training pro- 
grams . 

?• Identify educational delivery systems. 

AREA V: OCCUPATIONAL INFORMATION SYSTEMS 

Participants will explore various occupational information 
systems with special attention toward the development of local 
occupational information systems. 

Specific Competencies ; 

1. Utilize occupational information systemti to: 

a. write Job descriptions 

b. determine wage and salary characteristics 

c. identify the occupational outlook 

d. identify occupational requirements 

2. Describe occupational clusters, career ladders-lattices 
and Job classification systems. 

3* Evaluate occupational information resources. 

AREA VT; MANPOWER SUPPORT SERVICES 

Participants will explore a variety of manpower support 
needs with special attention toward the development of local 
manpower support services v 



Specific Competencies : 

1. Develop recruitment and orientation^ procedures . 
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2. Develop Intake, referral, and routing procedures. 

3. Develop Inter-agency communication proc^du^gs, 

4. Provide comprehensive counseling services. 
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ADDENDUM A 
OUTLINE OF SEMINAR CONTENT 

AREA I: MANAGEMENT BY OBJECTIVES (M>B,0,) 

Participants will learn the general principles and tech- 
niques of management by objectives with special attention 
toward immediate applications in their work setting. 

Specific Competencies ; 

1. Utilize management by objectives (MBO) techniques 
to: 

a. plan local programs 

b. operate local programs 

c. evaluate local programs 

2. Develop organizational performance criteria 

3. Clarify personal goals and values 

^. Develop human relation skills and techniques 

AREA II; OPERATIONAL AND ORGANIZATIONAL GUIDELINES 

Participants will review federal and state guidelines with 
special attention toward the development of local manpower 
guidelines • 

Specific Competencies : 

1. Develop guidelines for: 

a. administrative operations 

b. technical assistance 

c. program activities and services 

d. organization and staffing 

e. fiscal activities 

f. management information 

r.* program asseosirient and evaluation 
h. manpower planning council 
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SEMINAR PROCEDURES 

Please refer to Addendum C for: 

1. Seminar Procedures 

2. Seminar Expectations 

3. Seminar Assignments 
^. Campus Schedule 

5. Field-Based Schedule 



EVALUATION 

Please refer to Addendum D for an outline of the evalua- 
tion criteria to be applied for this seminar. 
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ADDENDUM B 



REFERENCE LIST 



Argyrls, Chris. Integrating, the Individual and the Or ganiza- 
tion . New York: John Wiley & Sons, 1964. 

Benjamin, A. The Helping Interview . Boston: Houghton Mifflin, 
1969. 

Bergen, G. L. , and W. V. Haney. Organizational Relations and 
Management Action . New York: McGraw-Hill, 1966. 

Bllodeau, E. A. Acgulsitlon of Skill . New York: Academic 
Press, 1966. 

Borus, Mlohael E., and Tash, William R. Measuring the Impact of 
Manpower Programs; A Primer . (Policy Papers in Human 
Resources and Industrial Relations, No. 17.) Ann Arbor, 
Michigan: Institute of Labor and Industrial Relations, The 
University of Michigan - Wayne State University, November, 
1970. 

Brlggs, L. J. Sequencing of Instruction in Relation to Hierar- 
chies of Competence . Palo Alto: American Institutes for 
Research, 19o7. 

Broadwell, M. M. The Supervisor and On-The- Job -Training . Menlo 
Park : Addis on-Wesley, 1969 . 

Butler, F. C. Handbook for Job Corps Instructional Systems 

Development . Washington, D.C.: U.S. Government Printing 
Office, 1967. 

Butler, F. Colt. Instructional Systems Development for Voca- 
tional and Technical Training . Englewood Cliffs : Educa- 
tional Technology Publications, 1972. 

Butler, F. Co.it. Cfc- -stives for Occujgational Education . 
Pittsburgh: ^msr .can Institutes for Research, 1968. 

Campbell, R. E. , er al. The Systems Approach: An Emerging Be- 
havior Model : or Vocational Guidance . Columbus: The Center 
for Vocational arid Technical Education, 1971. 

Craig, R. L. , and Blttel, L. R. (edo.). Tralnlgg^ and Develop- 
ment Handbook . New York: McGraw Hill, 1967. 
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Evans, Rupert N. Foundations of VocatjLonal Education . 
Columbus: Merrill, 1971. 

Gagne, R. M. (ed.). Psychological Principles in Systems 

Development . New York: Holt, Rinehart, and Winston, 1962. 

Hasenfeld, Yeheskel. Manpower Placement Service Delivery for 

the Hard-to-Employ . (Policy Papers in Human Resources and 
Industrial Relations, No. 21.) Ann Arbor, Michigan: In- 
stitute of Labor and Industrial Relations, The University 
of Michigan - Wayne State University, May, 1973. 

Herr, E. L. , and Crammer, S. H. Vocational Guidance and Career 
Development in the Schools; Toward a Systems Approach . 
Boston: Houghton Mifflin, 1972. 

Hoppock, R. Occupational Information . New York: McGraw-Hill, 
1963. 

Isaacson, L. E. Career Information in Counseling^ and Teaching . 
Boston: Allyn and Bacon, 1971. 

Johnson, R. A. et al. The Theo^ and Management of Systems . 
New York: McGraw-Hill, 1965. 

Mager, R. P. Preparing Instructional Objectives . Palo Alto, 
California: Pearon, 1952. 

Mager, R. Preparing Behavioral Objectives . Palo Alto: Pearon, 
1964. 

Mager, R. , and Beach, K. M. Developing Vocational Instruction . 
Palo Alto: Pearon, 1967. 

Mager, R. P. Goal Analysis . Belmont, California: Pearon, 1972. 

Mangun, G. L. and Walsh, J. A Decade of Manpower DevssLasDment 
and Training . Salt Lake City: Olympus, 1973. 

Roe, A. The Psychology of Occupations . New York: VIHsj, 1956. 

Rogers, C. R. Client-Centered Therapy . Boston: Hougfe-on 
Mifflin, 1951;^ 

Super, D. E. The Psychology of Careers . New York: Harper & 
Row, 1957. 
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Super, D. E. , and Cites, J* 0. Appraising Vocational Fitness , 
New York: Harper, 1962. 

Thorndlke, R. L. , and Hagen, E. 10,000 Careers , New York: 
Wiley, 1959. 

U.S* Department of Labor. Dictionary of Occupational Titles . 
Washington, D.C.: U.S. Government Printing Office, 19^5. 

U.S. Department of Labor. Occupaviunal Outlook Handbook, 197^-75 * 
Washington, D.C.: U.S. Government Printing Office, 1975. 

Venn, G. Man, Education, and Work . Washington, D.C. : American 
Council on Education, 1964. 

Venn, G. Man, Education, and Manpower . Washington, D.C: 
American Association of School Administrators, 1970. 

Warren, Malcolm W. Training for Results « Reading: Addison- 
Wesley Publishing Company, 1969- 

Wenrlch, Ralph C. , and Wenrlch, J. W. Leadership in Administration 
of Vocational and Technical Education. Columbus: Merrill, 

Tstt. 



NOTE: These references are provided ^s a general reference for 
participants. Selected referesice materials will be dis- 
tributed at apprcprlate points during the seminar. 
Materials not available for general distribution will be 
placed at the Renarve Desk of the Graduate Library under 
the title: Educ^wlon E-663/Seinlnar II. 
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ADDENDUM C 



SEMINAR PROCEDURES 



I - SEMINAR PROCEDURES 
A. Campus-Based Seminar (30 contact hours) 

1. Approximately eighteen hours of seminar time will be 
utilized to provide intensive Instruction. A variety 
of resource persons will be used to provide specialized 
content and instruction. 

2. Approximately twelve hours of seminar time will be uti- 
lized for interaction and discussion among the partici- 
pants, resource person(s), and seminar leader(s). 

3. Some seminar time will be utilized for 1) evaluation, 
2) advanced organizing, 3) project development, and 
*<) dissemination of information. 

4. Some non-seminar time will be required for completion of 
assignments and selected readings. 



B. Field-Based Mlnl-Seminar^s (15 contact hours) 

1. .s?proxlmate_y four r_lnl-semlnars will be li^-ovlded for 
■s.ch partlcr:pant or 5. regional basis. 



IZ - SEMINgj EXPECTATIONS 

A. Esc: par-;lcipaiit is espeacted to attend and actively partl- 
c±psze in all campus snd field-based seminars. 

B- Eacr- 333rtlclpant is es^Jscted to complete assigned activities 
and rsadlngs by the cmx^es specified. 

C. Each participant is ezpscted to take a final examination and 
conplste a seminar evaluation form at the last meeting. 



Ill - SEMINAR ASSIGNMENTS 

A. Participants will be required to complete all required assign- 
ments, in writing, by the dates specified. 
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B. Participants will be required to follow the written guide- 
lines, which will be provided for each assignment. 

IV - CAMPUS SEMINAR SCHEDULE 

A. First Friday Evening 

1. Iixtroduction to seminar (1 hour) 

2. Advanced organizing (1/2 hour) 

3. Planning (1/2 hour) 

B. First Saturday 

1. Management by Objectives (8 hours) 

a. Two r*^>30urce persons * both M.B.O* trainers 

2. Assignment 

C. Second Friday Evening 

1 . Operati-onal axd Organizational Guidelines ( 2 hnur s ) 

a. Siree r^ifiCTurc^ persons: 1) one federal specialist 
2} one E Hte specialist, 3) one local specialist. 

2. Discussion/Interaction (2 hours) 

D. Second Saturday 

1. Employment Delivery Systems (2 hours) 

a. ^^rc resource persons: both employment specialists. 

2. Dls;aussion. Interaction Cl hour) 

3. Edna^ziional Delivery ST-stems (2 hours) 

a. Three resource persons: 1) one adul: education 

specialist, 2) one vocational educat:,on specialist, 
3) one placement specialist. 



EKLC 



132 



The University of Michigan ^^23 draft 

School of Education For Discussion Only 

Occupational Education Programs May l, 1975 



^. Dlscussion/Interacrion (l hour) 
5. Assignment 

E. Third Friday Evening 

1. Occupational Infamatlon Systems (2 hours) 

a. Two resource persons: 1) one occupational informa- 
tion specialist 3 2) one career education specialist. 

2. Discussion/Interaction (1 hour) 
3* Pinal business (1 hour) 

P. Third Saturday 

1 . Manpower Support Services ( 2 hours ) 

a. Two resource par an^ . hotz., client-seaTVl.te specialists 

2. Discus sicn/Interacti — 2 hours) 
3* Seminar evaluation „_'2 hoizr) 

^. Pinal examination (1 _/2 hciirs) 

V - FIELD-BASED WINI-SEMINAR SCHEDULE 

A. Pirst Evening contact hours) 

1. Planning local manpower pragxams and servz^oes . 
a. One local rsanurce perscn 

2. Discussion of parrlcipants lo:::al planning strategies. 

B. Second Evening (4 contact hours 

1. Operating local manpower pragrairs and ser^rlces. 
a. One local resource perscr. 
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2. Discussion of participants' local operating guidelines. 

C. Third Evening: (^1 contact hours) 

1. Evaluating local manpower programs 
a. One local resource person 

2. Discussion of participants' local evaluation plans. 

Fourth Evening contact hours) 

1. Future needs assessment 

a. One local resource person 

2. Discussion of participants' medium and long-range plans. 
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EXTERNSHIP COURSE OUTLINE 
Developed by Dan Brown 



COURSE FOCUS 

The externship will be a competency-based extension of the on- 
campus program. In combination with the seminar sessions, the externship 
will provide a planned, individually prescribed program of educational 
field experiences. Externship experiences will be selected with the 
mutual agreement of the student, the participating agency, and the 
University of Michigan. Primary emphasis will be placed upon satisfying 
the educational needs of the individual learner. 

COURSE CONTENT 

1. Instructional Content (See Addendum A.) 

2. List of Externship Competencies (See Addendum B.) 

3. Externship Objectives 

A standard set of course performance objectives will not be 
developed for the externship experience. The field-based experience 
will, however, be objectives based (competency based). See section 
on COURSE PROCEDURES below for description of objectives technique ti 
be employed. 

4. Schedule 

Extemship-related learning activities will be scheduled as 
needed into all seminar sessions. No specific topic outline will be 
employed because of the problem-solving, competency-based nature of 
the related learning activities. 
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REFERENCE MATERIAL 125 

1. Reference materials used to support externship activities will be 
dravm as needed from those used to support the basic instructional 
activities of the program* Should the need arise, supplementary 
reference materials will be Identified and assiggadi. 

2. Consistent with the approach described herein, no complete reference 
list Is available in advance other than those published for other 
segments of this program. A complete record will be maintained for 
all supplementary reference materials which may be required to 
support extemshlp-related Instructional activities. 

COURSE PROCEDURES 

1. See Addendum A for description of conduct of individual sessions 
of In-class activity related to the externship experience. 

2, The externship experience will be a planned, mutually agreed upon 
field-based learning experience employing both the standards of the 
cooperating institution and a system of management by objectives (MBO) 

a. Planned. Each externship placement will be selected from those 
available with the individual needs of a particular student in 
mind. Extensive discussion between the UofM faculty representa- 
tive, the cooperating institution, and the student will be 
undertaken to get the bast match of student needs and cooperating 
Institution capabilities. 

b. Mutually agreed upon. Each student placement will be accompanied 
by a written training agreement signed by all three parties to the 
experience: student, cooperating institution, and UofM representa 
tive. The format employed will be the standard format currently 
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utilized for UofM Occupational Education cooperative education 
students. Such significant elements as days and dates of 
externshlpy identification of supervisor, place of extemshlp, 
etc.j 1^111 be noted and understood by all parties. 
Field-based learning experience. The extemshlp experience is 
not to be viewed as an opportunity for part-tine elnployment or 
simply the chanqe to observe an ongoing operation by either the 
student or the cooperating institution. This pritnary purpose 
of this experience is to extend the learn:Lag activities of the 
student beyond the UofM classroom experiences. 
Cooperating institution's standards « The extern will be subject 
to a performance review utilizing the evaluation procedures and 
instruments of the cooperating Institution. In addition to 
whatever special activities agreed to as a part of the training 
agreement (see (b) above) or through specially developed MBO 
(see (e) below) > the student will be expected to catry out his 
extemshlp activities and conduct him/herself in a manner 
consistent trith the established standards of the co6perating 
institution. 

Management by objectives. Each individual training agreement will 
be supported by an individually prepared set of MBO agreed to by 
all parties. This set of objectives is to be executed whether or 
not the cooperating institution employs MBO with its own staff. 
The initial MBO are to be developed and agreed to by all parties 
within one month of placement. Monthly progress reports by the 
student to both the cooperating institution and UofM are required. 
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ADDENDUM A 
INSTRUCTIONAL CONTENT 

SESSION 

1« A reasonable and adequate period of time of each total seminar 

session will be devoted to handling extemshlp-related Instructional 
activities and problem solving. 

2. The content and scheduling of each externshlp seminar session will be 
jointly developed between the UofM staff member assigned to the 
sGttinar and the Externshlp Committee. This committee will be composed 
of selected members of the student group. 

3. Primary use of time designated to support -extemshlp-related activities 
will be committed to problem solving which is of value as a group 
experience. Individual student problems will be dealt with at times 
other than the limited amount of group time available to support 
extemshlp-related activities. 

4. Instructional content designed to support activities specifically 
related to the externshlp will receive second priority. This content 
may Include speakers from sponsoring institutions ^ case studies of 
actual student externshlp activities, outside speakers or activities, 
or other auch experiences^ specifically selected to assist the students 
in the development of one or more competencies. 

INSTRUCTIONAL TOPIC (S) 

1. As previously indicated, instructional content specifically designed 
to support externship-related activities will be mutually agreed to 
by the instructor and the Externshlp Committee. 
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ADDENDUM A (continued) 129 

2. Particular emphasis will be placed upon ins true tloti^l topics which 
will: 

a. satisfy needs of the student group in externshiP activities 

b. develop specific competencies identified in th^ field and/or ±rx 
class. 

PRE-SESSION LEARNING ACTIVITIES (ASSIGNMENTS) 

1. Nq specific text or materials will be used to support eixternship 
activities. 

2. Assignments, if any, will be related to specific field^^j^sed compe- 
tencies under development as reflected in externshiP objectives (see 
MBO material elsewhere in this course outline). 

IN-SESSION LEARNING ACTIVITIES 

The above material describes problem-solving, epct^^^shlp-related 
nature of in-session learning activities. Each learning activity should 
be supported by an identification of the competency un^®^ development, 
description of the activity and method to be employe^, and selection of 
the appropriate resource(8). 
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ADDENDUM B 

POSSIBLE 
EXTERNSHIP COMPETENCIES 



Utilize existing educational 
resources. 

Operate area manpower research. 

Execute work and training 
policy. 

Execute discrimination policy. 

Execute political activity 
policy. 

Execute criminal provision 
policy. 

Maintain Labor Department 
Relat Ions. 

Operate Job Corps Program. 

Conduct manpower demonstration 
program. 

Operate manpower service. 

Operate public employment program, 

Operate manpower program. 

Manage manpower program. 

Coordinate Regional Training 
Programs. 

Develop required reports. 

Submit grant application. 

Prepare grant application. 

Establish comprehensive manpower 
services. 



Develop CETA consortia. 

Establish Manpower Cbuncll. 

Request on-site technical assis- 
tance. 

Recruit client Jobs. 

Develop client Job. 

Restructure client Job. 

Apply CETA priorities. 

Coordinate two prime sponsor 
area educational resources. 

Apply CETA policies. 

Coordinate prime sponsor educa- 
tional resources. 

Process client Information. 

Process program impact Information 

Use Intra-agency communication 
techniques. 

Schedule staff development 
opportunities. 

Maintain records. 

Write news releases. 

Provide consultation. 

Chair committee meeting. 

Lead small group discussion. 
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ADDEKBUM B (continued) 

Apply affirmative action regula- 
tions . 

Supervise employees. 

Disseminate program Information. 

Regulate client flow. 

Advertise program options. 

Set service priorities. 

Implement client employment 
plan. 

Develop client employment plan. 

Select service operators. 

Select coordinating methods. 

Match client priority groups with 
priority employment. 

Develop assessment services. 

Develop Intake services. 

Develop outreach/recruitment 
services . 

Use CETA guides. 

Use referral sources; e.g., 
schools, social welfare offices, 
employment service, parole boards, 
probation offices, churches, ser- 
vice clubs, others). 

Use Job development techniques. 

Use Job creation techniques. 

Use Job solicitation techniques. 

Use Job placement techniques. 

Use Job retention techniques. 

Determine prime sponsor program 
operators . 



Coordinate employment services. 

Coordinate subsidized employment. 

Coordinate client "appeal" ser- 
vices. 

Coordinate vocational education 
services. 

Coordinate client basic education. 

Coordinate client counseling. 

Coordinate client testing. 

Coordinate client coaching. 

Coordinate classroom training. 

Coordinate CETA orientation. 

Coordinate transitional public 
employment. 

Coordinate client 0-J-T. 

Coordinate Intake. 

Coordinate staff outreach effort. 

Coordinate support services. 

Recommend program Improvements. 

Recommend priority occupational 
training areas. 

Plan Inservlce training programs. 
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SAMPLE MANAGEMENT BY OBJECTIVES FORMAT 



(Student) (Cooperating Institution) 



Task/Objective 


Evdluatlon/Crlterla 


Routine: (those repetitive tasks which do not 


(List objective criteria for successful 


require constant supenision of 


attainment of objective, including tlnelines.) 


student and which nay be performed 




on a daily or weekly basis) 




Special or Problei Solving: (one-time and/or 


(List objective criteria for successful 


significant tasks which require special 


attainment of objective, including timelines.) 


supervision and effort) 





Accepted by: 



Student 

Cooperating 
Institution 

UofM 

(Contln'ie on other pages as necessary) Date 
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ADDENDUM D 
EVALUATION 

A. Assignments 

1. Four performance-based assignments will be required. 

2. Each assignment will provide specific evaluation cri- 
teria and format -guidelines. 

3. Each assignment will determine 15 percent of the final 
grade. 

B. Fl-nal Examination 

1. Tne final examira:tlon will determine 20 percent of the 
final grade. 

C. SeairiLnar Participation 

1, The seminar leader(s) will determine 20 percent of the 
final grade based on the level of active partlclp^itlon 
in the seminars. 
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SPECIAL PROBLEMS IN OCCUPATIONAL EDUCATION 
E561 - Two Semester Hours 
MLP Spring 1975 
Vogler/Tuma 



COURSE FOCUS 

An individual or small grour (5 or less persons) studies employment/ 
training prohlem. 



COURSE HEQjIEEMENTS 

1, Based irpon local need, and/cr personal need, and/or personal interest, 
the mzdent(s) will identify a problem and develop a plan for addressing 
the prrdDlem. (See Addendum A for copy of plan format.) 

2. The plan will be submitted ro Dan Vogler and/or Joe Turoa for approval, 
and/or suggestions, and/or rejection. This must bq completed by May 7, 



3. The student(s) will execute approved plan. 

4. The student will report orally and/or in writing, problem progress by 
May 28, 1976, and June 15, 1976. 

5. The student will submit product(s) of study to Dan Vogler and/or Joe 
Tuma no later than June 23, 1976. 



EVALUATION 

Dan Vogler and/or Joe Tuma will translate your performance to a grade. 
The following criteria and proportion of importance will be used. 



1976. 



Problem Plan 



Points 



5 
5 
5 
5 

5 



Importance - based upon rationale 

Clarity of Intent - based upon objective 

Completion ~ based upon format 

Appearance - based upon style and errorlessness 

Promptness - based upon a plan submitted by May /, 1976 time line 
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Plan Approval 

Points 

25 Plan approved as siabmitted - 5 points will be deducted for each 
additional subnu&sion 



Progress Reports 
10 5 points for each of two reports submitted 

10 5 points for each of two reports indicating progress in accord 
with task time line of plan 

Final Product 
20 Product consistent with plan 

10 Appearance - based ^ipon style and error lessness 
100 Total Poirits 



TRANSLATION KEY 

A+ 96-100 Points 

A 90-95 Points 

A- 88-9*f Points 

B+ 82-87 Points 



B 76-81 Points 

B- 70-75 Points ^ . ^ . 

C+ S9-7k Points ^3 P^^^^s 

C 63-68 Points 
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E561 



MLP-^Spring/1976 

ADDENDUM A 
PROBLEM PLAN FORMAT 

STATEMENT OF STUDY PROBLEM 

(Provide approximately lOO words describing the study pirnbletn. ) 

RATIONALE FOR STUDY PROBLEM 

(List +^ 5 reasons why this problem should be addressed.) 

STUDY QUESTIONS 

(List questions which must be answered in ordter to addre^ the 
"problem.") 

STUDY OBJECTIVES 

(List probable products for answering "study questions.") 

STUDY TASKS AND TIME LINE 

(Provide a detailed list, including deadline dates, of the thi-ngs 
you must do in order to answer the "study questions.") 

STUDY REPORT 

(Indicate the tangible thing(s) that Dan Vogler and/or Joe Tuma 
should expect on or before June 23, 1976.) 
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THE UNIVERSITY OF MICHIGAN 



School of Education 

Corner East utd South Univertity Avenues 
Ann Arbor, Michegan 4»104 



Occupational Education Programs 
Telephone: 313'764«8423 



We Invite you to submit from one to three nominees for 
a proposed Inservlce , graduate Manpower Leadership Program, 
Contingent upon funding, the program should begin September , 
1975. 

The following conditions should exist for any person you 
nominate: 

1. The nominee has completed a bachelor^ s degree, 

2. The nominee Is currently employed and under your 
direct or contractual supervision, 

3. The nominee has exhibited promise as a leader of 
manpower. 

You would be willing to help plan and enter Into 
an externshlp for the nominee In your manpower 
operation. 

5. You would permit the nominee to be absent from work 
to participate In approximately twenty-one work days 
of Intensive, on-campus Instruction from September, 
1975, to June, 1976. 

The selected participants will be required to enroll for 
twenty semester hours of graduate credit. Rigorous, concurrent 
externshlp, seminars, and manpower leadership related courses 
will be used to develop the leadership program. Exposure to 
high talent Instructors and resource persons, .competency-based 
Instruction, and the field-based externshlp should provide an 
optimal theory /practice blend. The credit earned will, without 
loss, be applicable toward a Master's Degree In Comprehensive 
Occupational Education. 

Continued. • . 
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tionai costs to the selected participants will be provided bv 
sa!arv°lj;^v;n.'^''" selected participant should contCl on 
salary in your organization during the • program. 



lence. 



q?nn?H^ir^! ^^""^ ^ nomination form for your conven- 
for v^ur PrVif IT ^^""^ questions or desire additional InpCt 
adSreas «nri nLn£°"^°K* ^ Pleased to assist you My 

address and phone number may be found on the letterhead l 

pJograS? "^""'"^^^ '"^"^ ^^^"^ t° apply ?o the 



Sincerely yours. 



Daniel E, Vogler 
Proposed Manpower 
Leadership Program 



DEV/lk 



o 150 

ERIC 



I 



The University of Michigan 
Occupational Education Programs 

NOMINATIONS FOR MANPOWER LEADERSHIP PROGRAM 

1975-76 

Do you have in your organization persons meeting the conditions 
described -In paragraph two of the cover letter? If so, please list 
the name(s) and address(es) of your nomihee(s) below: 



1. 



Pull Name 



Home Address 



City 



Zip Code 



Pull Name 



Home Address 



City 

3. 



Zip Code 



Pull Name 



Home Address 



City 

Name of Person 
Submitting Nomination 

Position 

Organization 

Address 



Zip Code 



Please return this form immediately to; 



Manpower Leadership Program 
Occupational Education Programs 
The School of Education 
The University of Michigan 
Ann Arbor, Michigan 48l04 
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PROGRAM CURRICULUM OUTLINE 



TERM I COURSES 
(Sept. -Dec." ) 

E518 Externshlp (2) 

E663 Seminar (3) 

J607 Guidance & 
Counseling (2) 

SW6IO Social Work (2) 

9 Semester Hours 



TERM II COURSES 
jj an. -April) . 

E518 Externshlp (2) 

E663 Seminar (2) 

B650 Administration (2) 

ECH2H Economics (3) 

9 Semester Hours 



TERM III COURSES 
(May- June) 

E561 Independent 
Study (2) 



2 Semester Hours 



TIME SCHEDULE 



Pall Term 



September 5 (6) Campus: Registration, planning 

8-12 Extern Visits 

15-19 Extern Visits 

22-26(27) Campus: Seminar Friday p.m., and Saturday 
29-30 



October 1-3 
6-10 
13-17 
20-2H 

27-31(1) 

November 3-7 
10-li| 
17-21 
2i|-28 



Campus: Guidance and Social Work Courses 
Field-Based Mini-Seminar; Extern Visits 
Field-Bassd Mini-Seminar; Extern Visits 
Campus: Seminar Friday p.m., and Saturday 

Field-Based Mini-Seminar; Extern Visits 
Field-Based Mini-Seminar; Extern Visits 
Campus: Guidance and Social Work Courses 
Field-Based Mini-Seminar; Extern Visits 



December 1-5 Field-Based Mini-Seminar; Extern Visits 

8-12(13) Campus: Seminar Friday p.m., and Saturday 
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TIME SCHEDULE 
Wlqter Term 



January 



February 



March 



April 



5 Campus: Registration, planning 
12-16 

19-23 Campus: Economics and Administration Courses 

26-30 Field-Based Mini Seminar; Extern Visits 

2-6 Field-Based Mlnl-Semlnar j Extern Visits 

9-13 Field-Based Mlnl-Semlnar; Extern Visits 

16-20 Campus: Economics and Administration Courses 

23-27 Field-Based Mlnl-Semlnar; Extern Visits 

1-5 Field-Based Mlnl-Semlnar; Extern Visits 

8-12(13) Campus: Seminar Friday p.m., and Saturday 

15-19 Field-Based Mini -Seminar ; Extern Visits 

22-26 Field-Based Mini-Seminar; Extern Visits 

29-^31(1) Campus: Seminar Friday p.m. , and Saturday 

1-2 Field-Based Mlnl-Semlnar; Extern Visits 

5-9 Field-Based Mini-Seminar; Extern Visits 

12-16(17) Campus: Seminar Friday p.m. > and Saturday 

19-23 

26-30 



May /June 



Spring Half Term 
Independent Study 
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THL IJMVIRSITY Of MICHIGAN 



School <)l Fdufitton 

CofOff lavi inri 5rOuth Univrr^ity Avrniic% 
Ann Arbor. .Michigan 4A104 



Occupational Education Programs 
Telephone; 313-764-8423 

DATE: June 17, 1975 
TO: 

PROM: Daniel E. Vogler 

Manpower Leadership Program 



We are pleased to Invite you to come to Ann Arbor for 
the next step In our Manpower Leadership Development Program 
selection process. Those applicants who have met certain 
basic criteria will be Interviewed. On the form which you re- 
turned, you Indicated an Interest In the program and a willing- 
ness to come to Ann Arbor for a day (at your own expense) to be 
Interviewed. You are scheduled for interviewing on Wednesday, 
June 25, 1975. The enclosed interview schedule will indicate 
the hour for your interview. 

All participants will be our guests for lunch. Several 
members of the staff will Join the group at 12:00 Moon. The 
luncheon will provide an opportunity to discuss the ManpcMor 
Leadership Program and answer some of your questions about it. 

Please report directly to Room ^003 in the School of 
Education. Every attempt has been made to schedule those -rho 
must travel the longest distance for the late morning or early 
afternoon. 

Enclosed is a map of the campus showing the location of 
the School of Education (115) and the Michigan Union (1^2). 
We suggest you use the municipal parking structure on Por'-st 
Street (120 on the map). This structure has meters; you '..111. 
need $1.50 in assorted change, or six quarters. 

We are pleased that you are Interested in this program 
and we will look forward to seeing you in Ann Arbor on 
June 2: 1975, unless we hear from you to the contrary. 



DEV/lk 



The University of Michigan 
LEADERSHIP DEVELOPMENT PROGRAM FOR 
MANPOWER PERSONNEL 

please answer the following questions and return this form Immediately 
to Manpower, Occupational Education Programs, School of Education, 
(T'Je university of Michigan, Ann Arbor, Michigan ^18104. 

^ASI ^TYPE OR PRINT 

PERSONAL DATA 

KAMe_^__ 

Last First . Middle 

iioMe address 



Ci^iL- Zip 

^lONtg PHONE (Include Area Code)_ 

fOSiTlOM_^__^ ^ 

jnstit. or agency NAME_ 

^US, ADDRESS " " 



Citjr - Zip 

^US, PHoNE (Include Area Code) 



pATg; OP BIRTH,^ SOCIAL SECURITY NO. 

f^a^rled Single Other No. of Children 

Height Weight General Physical Condition 



EDUCATIONAL HISTORY 

V/Hat degree (s) do you hold? When did you receive them? Where? 

PATE _RECEIVED MAJOR FIELD INSTITUTION GRADE PT. 




H^^e you completed any course work beyond your last degree? 

P yeS, how many semester hours? When did you take this 

W^^k? Where? '■ 



ffgive you completed the above work toward an advanced degree'' 
J* yes> for what degree? 



p<? J'oU hold any occupational or professional credentials (e.g., regis- 
tration, certificate. Journeyman card, etc.)? Please list. 



EMPLOYMENT RECORD 



13^ Report below all full-time and part-time work experience. Begin with most recent work ex- 
perience, including your present position. 



Da 

of Emp 
From 


tes 

loyment 

To 


Number 

of 
Months 
Worked 


Aver. 
Hrs. 
Per 
Week 


Title of Position 
(or work performed) 


Name and Address of 
Business 


Describe duties and 
nature of 'work, inclu- 
ding supervisory re- 
sponsibilities. 


Mo. 


Yr. 


Mo. 


Yr. 
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NAME 



Ik. 



art). 



PROFESSIONAL INFORMATION 

List any leadership roles in sta-e and national professional assocla- 
JtZ^ °ecupatlonally oriented organizations, or pro^ess^Snal ??ater. 

offices'^^eJd "^S" state-wide comml^Les. 

offices aeld, or other elected or appointed positions). 



, LEADERSHIP POSITIONS HELD 



WHEN HELD 



APPOINTED OR ELECTED 



ha?e heL^ff ^hf^Lrr^^ J" community which you now hold or 

have held In the past (such as committee chalrmanshlo, offices held 

comSunf?y! ^'^"'^^ °^ appointed positions In the 



LEADERSHIP POSITIONS HELD 



WHEN HELD 



APPOINTED OR ELECTED 



vou woMiH Is reserved for any additional information that 

you would like to provide. You may include any contributions to your 
profession, or any professional activities not reported elsewhere 
in unis I orm. 
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NAME 



17. Please cheek the appropriate point on the scale to Indicate the 
percentage of time you now spend In administrative and/or super- 
visory duties. 

0 10 20 30 i\0 50 60 70 80 90 100 
_1 1 I I I I I I I I i 

18. What is your current annual salary? Place an X in the appropriate 
area. This lnformat:.on is required in order for the program to 
derive cost effectiveness information. 

6 8 10 12 li» 16 18 20 22 2H 26 

J I I I I I I I I I 1 

(Thousands ) 

19. Why are you applying for this program? 



20. What are your professional plans for the future? 
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NAME 



ADDITIONAL INFORMATION 

21. Woul(J you be willing to come to Ann Arbor for a day at your own ex- 
pense to be Interviewed and to take a test as part of the selection 
procedure? Yes No 

If yes, circle the date you would prefer to come. We will make every 
effort to assign you on the date you request, but we may have to assign 
you on the alternate date. 



June 25 



June 26 



22. 



23. 



If you are selected for the program, would you be willing to parti- 
cipate In an on-the-job (externshlp) experience In an administrative 
or supervisory position during the academic year 1975-76? 
Yes _____ No 

If selected for the program, would you be willing to travel to Ann 
Arbor for three weekend seminars per term? 

Yes No 

If you are selected for the program, would you be willing to live in 
Ann Arbor one week in each of four months for intensive Instruction? 



25. 



Yes 



No 



If selected for the program, would you be willing to participate in 
Friday-Saturday seminars? 

Yes No 



26. 



(1) 



(2) 



REFERENCES 

Give name and address of three references including (1) your present 
immediate supervisor; (2) your Immediate supervisor in former posi- 
tion, if any; and (3) other. 



NAME 






POSITION 




INSTIT. 


OR AGENCY 








ADDRESS 










NAME 






POSITION 




INSTIT. 


OR AGENCY 








ADDRESS 










NAME 






POSITION 




INSTIT. 


OR AGENCY 









ADDRESS 
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THE UNIVERSITY OF MlCHIOAN 



School of Education 

Corner Un and South C(nrv*f$>tv Avenuev 
Ann Arbor. Michigan 4fn04 



Telephone: 3Vl-7b4.842J 



July 7, 1975 



In li?? ?^"'? ^ pleasure to Invite you to participate 

is cont ^nlp^ J nn nn^r^"" Leadership Program. Your participation 
13 contingent upon acceptance of our Invitation, the submission 

H^fn application to The University of Michigan, the 
llTl f the Inservlce externshlp, and funding of 

the grant proposal. ^ 

discussed during the Interviews, the proposed program 
will Include an externshlp, seminars, and course work. The 
program will be a funded, experimental approach to inservlce 
manpower leadership development. We are, and hope you are, 
excited about the opportunity. 

We need to know as soon as possible whether or not you will 
viml this invitation to participate in the Manpower Leadership 

lllZt"^' T^^^^'ff^f' ^^"^ ^ letter of acceptance or 

regret. I need this letter by July 15, 1975. 

If you accept our invitation, please: 

1. Read the enclosed University of Michigan Bulletin . 

2. Read the enclosed Advanced Studies in Education . 

3. Read page 3 of yellow application. 
^. Complete yellow application. 



Continued. . . 
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5. 
6. 



Forward transcripts per Item 11 on application. 

Forward application, without application fee to- 
The University of Michigan, Horace H. Rackham School 
or Graduate Studies, Ann Arbor, Michigan 48l04. This 
must be done immediately! 



Upon receipt of your application, and funding from the 
sponsor, we will contact you regarding the next stepCs). We 
suggest no publicity at this time. Should you have additional 
questions, please feel free to contact me. 



Sincerely yours. 



Daniel E. Vogler 
Associate Professor 
Manpower Leadership Program 
Occupational Education Programs 

DEV/lk 
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AIVER REQUESTED— 
UMDED PROJECT 

1 Social Security Number 

2 Full Name _ 
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THE UNIVERSITY OF MICHIGAN 
HORACE H. RACKHAM SCHOOL OF GRADUATE STUDIES 
Ann Arbor, Michigan 48104 

APPLICATION FOR ADr/jSS C 
(Please read instructions 'j' 



3. Mailing Address 



L«l {Pamtly) Name 



St'eef (Ave . Dd eic ) 









STate 




Vahd until 










4 Home Address 












NumDer 




Streei (Ave . Ra , etc.) 


• 




City 




Slate 


Z.p Ccac 


5. Female □ 
Male □ 


6. Single 
Married 


□ 


7. U.S. Citizen □ 
Non-U,S. Citizen □ 


Non-U. S. citizen on immigrant . 
indicate: 



^. No. of 
Dependents 



□ 



Date visa issued 
Visa number A*, 
Country of 
Citizenship 



8. Previously applied? Yes □ No □ 
If yes. Term Yr 



9._ 



Sirlh Month Day 

M. Education — Occupational Educ. Manpower 



^0 Field of specialization (See p. 4.) Refer to D, Vogler, ^003 SEB, Spec. Prog> [2] 5^ T .5. 

1 1. Previous Education: List, in chronological order, all colleges and universities attended. If previously enrolled in this Unive^s • . 
School or College. You must submit to the Graduate School one transcript from each institution listed before this a;:o Zr 
be sent to the departmental commiUe e> See Application Brochure about "Pass-Fail" grades. 



Institution 



Location 



Dates of Attendance 



Degre^: -v:. 
or e.scec 



19. 
19, 
19 , 
19 . 
19 . 



to 
to 
to 
to 
to 



12 Location of proposed enrollment: Ann Arbor [2 U-M, Dearborn □ 

Graduate Study Centers: Dearborn □ Detroit □ Flint □ Grand Rapids □ Saginaw □ 



19 

19 

19 , 
19 . 
19 . 



13. Degree sought: Master's 23 

Master's possibly Doctor's □ 
Professional (Specialist) □ 
Doctor's □ 
Not Candidate for Degree □ 



14. Term of proposed enrollment: 



(Ilia) Scr -i.. 

(Illb) So.--, r 

19 75^ 



Contrnutjd on page 2. If also applying for a fellowship, please reread Instruction H. 



SPACE BELOW FOR GRADUATE SCHOOL USE 



NCFD 



Mich. 



N-Mich. 



A.i 
A 

And 

Ams 
Rej 
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THE UNIVERSITY OF MICHIGAN 



School of Education 

Cotnw Uu «nd South Un ivcrstty Avenues 
Ann Arbor. Michigan 48104 



Occupational Education Programs 
Tetephonc: 3U-764-8423 



July 7, 1975 



Those of us who had the responsibility for selecting the 
Individuals to participate in the Manpower Leadership Program 
have Just completed a most difficult task. After reviewing 
the records of very well-qualified candidates, we have finally 
selected those we consider to have the highest potential and 
the best qualifications for leadership roles in manpower. We 
are sorry that we could not accept more participants into the 
program. Many excellent applicants had to be excluded. 

Although we were not able to include you In the group 
selected for this yearns program, we are still interested' in 
helping you In any way we can to prepare yourself for a more 
significant role in the further development of Michigan man- 
power. Therefore, if you are interested in exploring other 
possibilities through which you might prepare yourself for a 
leadership position and would like to discuss this matter, I 
would be pleased to hear from you. 

Sincerely yours. 



Daniel E. Vogler 
Associate Professor 
Occupational Education Programs 



DEV/lk 
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APPENDIX D 



MANPOWER LEADERSHIP PROGFJ^M 
RESOURCE MATERIALS 
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The University of Michigan 
Media Center Librsiry 
School of Education 



MANPOWER LEADERSHIP PROGRAM 
RESOURCE MATERIALS 



Barre, Mary £• College Information and Guidance , (Guidance Monograph Series 
IV: Career Information and Development • ) Boston: Houghton Mifflin 
Company, 1970. 

Batchelder, Alan B. The Economics of Poverty . 2nd edition. New York: John 
Wiley 6 Sons, Inc., 1966. 

Becker, Gary S. Human Capital: A Theoretical and Empirical Analysis, With 
Spe cial Reference to Education . 2nd edition. New York: National 
Bureau of Economic Research, 1975. 

Bluestone, Barry, Murphy, William, and Stevenson, Mary. Low Wages and the ' 
Working Pooi^ (Policy Papers in Human Resources and Industrial Rela- 
tions, No. 22.) Ann Arbor, Michigan: The University of Michigan, 
Wayne State ^'rdversity - Institute of Labor and Industrial Relations, 
1973. 

Booth, Philip. Social Security in America . (Policy Papers in Human Resources 
, and Industrial Relations,, No.^ 19„.J ..MiV^Arbpr^„,_Michigan:.„ The„..Univer-Sity..-.. 

of Michigan, Wayne State University - Institute of Labor and Indiistrial 

Relations, 1973. 

Borus, Michael E. , and Tash, William R. Measuring the Impact of Manpower Pro- 
grams: A Primer . (Policy Papers in Human Resources and Industrial 
Relations, No. 17.) Ann Arbor, Michigan: The University of Michigan, 
Wayne State University - Institute of Labor and Industrial Relations, 
1970. 

Brecher, Charles. Upgrading Blue Collar and Service Workers . (Policy Studies 
in Employment and Welfare, No. 12.) Baltimore: John Hopkins University 
Press, 1972. 

Brown, Duane. Students' Vocational Choices: A Review and Critique . (Guidance 
Monograph Series IVl Career Information and Development.) Boston: 
Houghton Mifflin Company, 1970. 

Campbell , Robert E. , et al. Career Guidance: A Handbook of Methods . Coliimbus, 
Ohio: Charles Merrill Publishing Company, 1973. 

Campbell, Robert E. , et al. The Systems Approach: An Emerging Behavioral Model 
for Vocational Guidance A Summary Report . (Reprint of Research and 
Development Series ^5.) Columbus, Ohio: The Center for Vocational 
Education, The Ohio State University, 1971. 
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Carkhuff , Robert The Art of Problem-Solving: A Qxude for Developing Prob- 
lem-Solvinfe; Skills for Parents, Teachers, Coiinselors and Administrators , 
Ainherst, Massachusetts: Human Resource Development Press, 1973. 

Center for Vocational Education. Evaluation of Work Experience, Cooperative 
Education, and Youth Manpower Programs: An Annotated Bibliography . 
(Bib li ogr aphy Series No. 28. ) Columbus, Ohio: The Center for Vo'ca- 
tional Education, The Ohio State University, October 1975. 

Chick, Joyce M. Innovations in the Use of Career Information . (Guidance 
Monograph Series IV: Career Information and Development.) Boston: 
Houghton Mifflin Company, 1970. 

Cohen, Malcolm S. On the Feasibility of a Labor Market Inforroation System . 
Vol> I. A Report Prepared for U.S. Department of Labor, Manpower 
Administration, Office of. Research and Development, Washington, D.C., 
for the Period July 1, 1970 - June 30, 1974. Ann Arbor, Michigan: 
Tcie University of Michigan, Wayne State University - Institute of 
Labor and Industrial Relations, June 1974. 

Cohen, Malcolm S. On the Feasibility of a Labor Market Information System . 
Vol. Illi A Report Prepared for U.S. Department of Labor, Manpower 
Administration, Office of Research and Development, Washington, D.C*, 
for the Period July 1, 1970 - June 30, 1974. Ann Arbor, Michigan: 
The University of Michigan, Wayne State University - Institute of Labor 
and Industrial Relations, June 1974. 

Dberinger, ~'Peter B. , and Piore, Michael J. Internal Labor Markets and Manpower 
Analysis . Lexington, Massachusetts: Heath Lexington Books, 1971. 

Eichner, Alfred S. State Development Agencies and Employmtjnt Expansion . 

(Policy Papers in Human Resources and Industrial Relations, No. 18.) 

Ann Arbor, Michigan: The University of Michigan, Wayne State University - 

Institute of Labor and Industrial Relations, 1970. 

Evans, Rupert N. Foundations of Vocational Education . Columbus, Ohio: Charles 
E. Merrill Publishing Company, 1971. 

Friedlander, Stanley L. Unemployment in the Urban Core: An Analysis of Thirty 
Cities with Policy Recommendations . New York: Praeger Publishers, 1972. 

Fuller, Varden. Rural Worker Adjustment to Urban Life: An Assessment of the 
Research . (Policy Papers in Human Resoxxrces and Industrial Relations, 
No. 15.) Ann Arhjor, Michigan: The University of Michigan, Wayne State 
University - Institute of Labor and Industrial Relations, 1970. 

Galbraith, Jay. Designing Complex Organizations . Reading, Massachusetts: 
Addis on -Wesley Pi±)lishing Company, 1973. 

Gartner, Alan, Nixon, Russell, and Riessman, Frank (eds.). Public Service E m- 

p j.oyment; An Analysis of Its History, Problems, and Prospects . New York : 
Praeger Publishers^ 1973. 
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CSordon, David M. Theories of Poverty and Underemployment: Orthodox, Radical . 

and Dual Labor Market Perspectives , Lexington, Massachusetts: Lexington 
Books, 1972. 

Gordon, Margaret S. (ed.). Higher Education and the Labor Market . New York: 
McGraw-Hill Book Company, 1974. 

Hamermesh, Daniel S. Manpower Policy and the Economy . New York: General 
Learning Press, 1971. " 

Hansen, Lorraine S. Career Guidance Practices in School and Comnmr Ary. 

Washington, D.C.; National Vocational Guidance Association, 1970. 

Hasenfeld, Yeheskel, and English, Richard A. (eds.). Human Service Organiza- 
tions. Ann Arbor, Michigan: The University of Michigan Press, 197^1. 

Hasenfeld, Yeheskel. Manpower Placement: Service Delivery for the Hard-to- 
Employ > (Policy Papers in Human Resources and Industrial Relations^, 
No. 21.) Ann Arbor, Michigan: The University of Michigan, Wayne State 
University - Institute of Labor and Indtistrial Relations, 1973. 

Herr, Edwin L. Decision-Making and Vocational Development . (Guidance Monograph 
Series IV: Career Information and Development. ) Boston: Houghton 
Mifflin Company, 1970. 

Herr, Edwin L. , and Cramer, Stanley H. Vocational Guidance and Career Develop- 

■„. ment.j>n, the ^Schools : - Toward a Systems- Approach .- - Bos t on : — Hougji ton - — 

Mifflin Company, 1972. 

Hi est and. Dale L. Discrimination in Employment: An Appraisal of the Research . 
(Policy Papers in Human Resources and Industrial Relations, No. 16.) 
Ann Arbor, Michigan: The University of Michigan, Wayne State University - 
Institute of Labor and Industrial Relations, 1970. 

Isaacson, Lee E. Career Information in Counseling and Teaching . 2nd edition. 
Boston: Allyn and Bacon, Inc., 1971. 

Johnson, Miriam. Counter Point: The Changing Employment Service . Salt Lake 
City, Utah: Olympus Publishing Company, 1973. 

Kalachek, Edward. Labor Markets and Unemployment . Belmont, California: 
Wadsworth Publishing Company, 1973. 

Kalachek, Edward. The Youth Labor Market . (Policy Papers in Human Resources 

and Industrial Relations, No. 12.) Ann Arbor, Michigan: The University 
of Michigan, Wayne State University - Institute of Lal^or and Industrial 
Relations, January 1969. 

Lansing, John B. , and Mueller, Eva. The Geographic Mobility of Labor . Ann 

Arbor, Michigan: Institute for Social Research, Survey Research Center, 
1967. ^ 
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I^^leJ^* Edwat^d E. Motivation in Work Organizations > Monterey, California: 
hvoolsi/Cole Publishing Company,- 1973, 

i'^Wsonf Rodger S. Perspectives on the Development of a Comprehensive Labor 

Market infortiBt ion System for Michigan , (Methods for Manpower Analysis, 
No* 6,) Kalamazoo, Michigan: The W» £• Upjohn Institute for Employment 
Research J April 1973. 

P^'Vitan, Sar, and Mangum, Garth* Federal Training and Work Programs in the 

Sijctie£. Ann Arbor, Michigan: The University of Michigan, Wayne State- 
University - Institute of Labor and Industrial Relations, 1969. 

pevitan, sar, and Mangum, Ga3?th. Making Sense of Federal Manpower Policy , 
(Policy Papers in Human Resources and Industrial Relations, No. 2.) 
Ann Ai>bor, Michigan: The University of Michigan, Wayne State University - 
Institute of Labor and Industrial Relations, 1972. 

pevitan, sar, and Tagv-pt, Robert (eds,). Emergency Employment Act: The PEP 
Generation • Salt Lake City, Utah: Olympus Publishing Company, 197^. 

P^Vitan, Sar, and Taggart, Robert • E mployment and Earnings Inadequacy: A New 
Sociai^Indicator > (Policy Studies in Employment and Welfare, No. 19.) 
Baltimore: The John Hopkins University Press, 197^. 

P^Vitan, Sar, and Taggart, Robert. Social Experimentation and Manpower Policy : 
The_^etoric and the Reality . (Policy Studies in Employment and Welfare, 
No. 9.) Baltimore: The John Hopkins Press, 1971. 

f*^t>guin» Garth , and Glenn, Lowell M. Employing the Disadvantaged in the 

Feder ij^ Civil Service . (Policy Papers in Human Resources and Industrial 
Relations, No. 13.) Ann Arbor, Michigan: The University of .Michigan, 
Wayne state University - Institute of Labor and Industrial Relations, 
February 1969. 

f^^^guin? Garth L* » and Snedeker, David. Manpower Planning for Local Labor 
Mar^<ets_, Salt Lake City, Utah: Olympxis Publishing Company, 197^4. 

J^i^guit^j Garth L* > and Walsh, John. A Decade of Manpower Development and Training 
Salt Lake City> Utah: Olympus Publishing Company, 1973. 

M^tin» Ann» The Theory/Practice of Communicating Educational and Vocational 
Inforrnato^n, (Guidance Monograph Series IV: Career Information and 
Developinent, ) Boston: Houghton Mifflin Company, 1971. 

J^^^ier^ Juliet, and Leonard, George E. Career Guidance Practices for Dis - 
advanta ged Youth . Washington, D.C.: National Vocational Guidance" 
Association, 197^. 

M^^i^e, ^eoff3?ey H. How Full Is Full Employment? And Other Essays on Interpre- 
ting^ the Unemployment Statistics . Washington, D.C. : American Enterprise 
Institute for Public Policy Research, 1973. 
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Moser, Collette, Manpower Services in Rural America > (Proceedings of a Con- 
ference Sponsored by The Center for Rtaral Manpower and Public Affairs, 
Held December 13-11+ , 1973.) East Lansing, Michigan: Michigan state 
University, 1973, 

Myers, Charles A. The Role of the Private Sector in Manpower Development . 

(Policy Studies in Employment and Welfare, No. 10- ) Baltimore, The 
John Hopkins Press, 1971. 

Neroore, Arnold L., and Man gum. Garth L. Reorienting the Federal-State Employ- 
ment Service . (Policy Papers in Human Resoxorces and Industrial Rela-^ 
tions. No. 8.) Ann Arbor, Michigan: The University of Michigan, Wayne 
State University - Institute" of Labor and Industrial Relationr:, May 1968. 

Perry, Charles R. , et al. The Impact of Government Manpower Programs: In 
General, and on Minorities and Women . (Fianpower and Human Resources 
Studies, No. i+. ) Philadelphia : UnTversity of ir^ennsylvania , The Wharton 
School, Industrial Research Unit, 1975. 

Piker, Jeffry. Entry Into the Labor Force; A Survey of Literature on the Ex- 
perience of Negro and White Youths . Ann Arbor, Michigan; The University 
of Michigan, Wayne State University - Institute of Labor and Industrial 
Relations, 1969. 

Rees, Albert, and Schultz, George. Workers and Wages in an Urban Labor Market . 

Chicago of iSiicagq Press j 19.7Q ,^ _ _ 1 ^ ] 

Roeber, Richard J. C. The Organization in a Changing Environment . Reading, 
Massachusetts: Addison-Wesley Publishing Company, 1973. 

Ross, Arthur M. (ed. ). Employment Policy and the Labor Market . Berkeley, 
California: University of California Press, 1965. 

Sergiovanni, Thomas J., and Starratt, Robert J. Emerging Patterns of Super- 
vision: Human Perspectives . New York; McGraw-Hill Book Company, 1971. 

Sheppard, Harold L. , Harrison, Bennett, and Spring, William J. (eds.). The 

Political Economy of Public Service Employment . Lexington, Massachusetts 
Lexington Books, 1972. 

Simon, Sidney, Howe, Leland, and Kirschenbaum, Howard. Values Clarificat ion: 

A Handbook of Practical Strategies for Teachers and Students . New York: 
Hart Publishing Company, Inc. ,1972. " — 

Sinick, Daniel. Occupational Information and Guidance . (Guidance Monograph 
Series IV; Career Information and Development.) Boston: Houghton 
Mifflin Company, 1970. 

Smith, Wil J. (ed.). The Poor and the Hard-Core Unemployed; Recommendations 
for New Approaches . Ann Arbor, Michigan: The University of Michigan, 
Wayne State University - Institute of Labor and Industrial Relations, 
and West Virginia University, 1970. 
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Solmcn, Lewis C. , and Taubman, Paul J. (eds.). Does College Matter? Some 

Evidence on the Impacts of Higher Education > New York: Academic Press, 
1973. 

Sweet, James A. Women in the Labor Force . New York: Seminar Press, 1973. 

Ullman, Joseph C. , and Huber, George P. The Local Job Bank Program: Perfor- 
mance, Structure, and Direction . Lexington, Massachusetts: Lexington 
Books, 1973. — 

Ulman, Lloyd (ed.). Manpower Programs in the Policy Mix . Baltimore: The 
John Hopkins University Press ^ 1973. 

US Department of Labor, Bureau of Labor Statistics. Employment and Earnings ; 
October 1975 . Vol. XXII, No- ^. Washington, D.C.: U.S, Government 
Printing Office, 1975. 

US Department of Labor, Bureau of Labor Statistics. Jobseeking Methods Used 
by Unemployed Workers . (Special Labor Force Report 15oT) Washington, 
• D.C. : USDOL, BLS, 1973. 

US Department of Labor, Bureau of Labor Statistics. Occupational Supply : 

Concepts and Sources of Data for Manpower Analysis! (Bulletin 1816. ) 
Washington, D.C: U.S. Government Printing Office, 197if. 

US Department of Labor, Manpower Administration. Area Trends i n Employmen t 
and Unen^loyroent ; May^ June, July 1975 . ^WashSgtpn^ 
Manpower Administration, 1975 

Wenrich, Ralph C. , and Wenrich, J. William. Leadership in Administration of 
Vocational and Technical Education . Columbus, Ohio: Charles Merrill 
Publishing Company, 19 7^. 

Wentling, Tim L., and Lawson, Tom E. Evaluating Occupational Education and 
Training Programs . Boston: Allyn and Bacon, Inc., 1975. 

Wirt 2, Willard. The Boundless Resource! A Prospectus for an Education -Work 
P olicy . Washington, D.C: The New Republic Book Company, Inc., 1975. 

Yavitz, Boris, Morse, Dean, and Dutka, Anna. The LaLor Market; An Information 
System . New York: Praeger Publishers, 1973. 

Zaccaria, Joseph. Theories of Occupational Choice and Vocational Development . 
(Guidance Monograph Series IV: Career Information and Development. ) 
Boston: Houghton Mifflin Company, 1970. 

Zytowski, Donald G. Psychological Influences on Vocational Development . 

(Guidance Monograph Series IV: Career Information and Development.} 
Boston: Houghton Mifflin Company, 1970. 
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The University of Michigan 
Media Center Library 
School of Education 



MANPOWER LEADERSHIP PROGRAM 
RESOURCE MATERIALS 

SUPPLEMENT I 



Berg, Ivar. Education and Jobs; The Great Training Robbery , Boston: Beacon 
Press, 1971. 

Butler, F. Coit. Instructional Systeias Development for Vocational and Technical 
Training . Englowood Cliffs, New Jersey: Educational Technology Publica- 
tions. Inc. , 1972. 

Cartvrright, Dorwin, and Zander, Alvin (eds.). Group I>ynainics: Research and 
Theory. 3rd edition. New York: Harper and Row, Publishers, 1953 • 

Erfurt, John C, Ferman, Louis A., and Strauch, Patricia A . . Handbook of Infor- 
mation Relevant to Manpower Agencies: A Compilation of Practice Principles 
and Strategies for Manpower Operations . A Report Prepai»ed for the Man- 
power Administration, U.S. Department of Labor. Ann Arbor, Michigan: 
The University of Michigan - Wayrie State University, Institute of Labor 
' alid Industrial' RfeXatibttisV 1973"; "'^ ^ 

Ferman, Louis A., and Manela, Ro|>;er. Agency-Company Relationships in Manpower 
Operations for the Hard- to- Employ . A Report Prepared fo^ the Manpower 
Administration, U.S. Dep^^rtment of Labor, Ann Arbor, Mictiigan: The 
University of Michigaii - Wayne State University, Institute of Labor and 
Industrial Relations, 1973. 

Folk, Hugh. "The Illinois Employment Model," in 197U Proceedings of the Business 
and Economic Statistics Section . Papers Presented at the Annual Meeting 
of the American Statistical Association, S:. Louis, Missouri, August 25-29, 
197^. Washington, D.C. : American Statistical Association, 197^. 

Gallaway, Lowell E. Manpower Economics , Homewood, Illinois: Richard D. Irwin, 
Inc. , 1971. 

Jacobs, Alfred, and Spradlin, Wilford (eds.). The Group as Agent of Change : 
Treatment > Prevention, Personal Growth in the Family, the School, the 
Mental Hospital and the Co mmunit y . New York: Behavioral Publications, 
197^. 

Kreos, Juemita. Sex in the Mgj^ketplace ; American Women at Work . Baltimore: 
The Johns Hopkins Press, 1971. 

Levi tan, A., and Ho trick, Barbara. Big Brother's Indian Programs — With 
R os%vations > New YorU: McGraw-HiJl Book Company, 1971. 
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Levitan, Sar A. ^ Mcmgxun, Garth L. , and Marshall, Ray. Human Resources and Labor 
Markets: Labor and Manpower in the American Economy . 2nd edition. 
New York: Harper and Row, Publishers, 1972. 

Market Data Retrieval. The Guide to Vocational Education in America: Trends to 
1978 . Westport, Connecticut: Market Data Retrieval, Inc., 1975. 

Maslow, Abraham H. Eupsychian Management : A Journal. Homewood, 'Illinois: Irwin- 
Dorsey, 1965. 

McGregor, Douglas. The Human Side of Enterprise , New York: McGraw-Hill Book 
Company, Inc. ^ 1960. 

Fames, Herbert S., and Kohen, Andrew. ^^Occupational Information and Labor Market 
Status: The Case of Young Men," in The Journal of Human Resources: Edu- 
cation, Manpower and Welfare Policies , Vol. X, No. 1 (Winter, 1975). 
Madison, V/isconsin: University of Wisconsin Press - 

Patten, Thomas H. Manpower Planning and the Development of Human Resources . 
New York: John Wiley and Sons, Inc., 1971. 

Stein, Brxino. On Relief: The Economcs of Poverty and Public Welfare . New York: 
Basic Books, Inc., 1971. 

United States, President of (Gerald R. Ford). Manpower Report of the President : 
Including Reports by the U.S. Department of Labor and the U.S. Department 
of Health, Ed\fcation, and Welfare. Transmitted to the Congress, April, 
1975 . Washington, D.C. : '^ U.S; i3overnm"ent"^Printing^ 

US Department of Labor, Bureau of Labor Statistics. A Micro Model of Labor 

Supply . (BLS Staff Pape. Washington, D.cT: US Government Printing 

Office., 1970. 

US Department of Labor, Bureau of Labor Statistics. Occupational Manpower and 
Training Needf ^. Revised 1974. (Bulletin 182^75 Washington, D.C. : ^ US 
Government Printing Office, 1974. 

US Department of Labor, Manpower Administration. Area Trends in Employment and 

Unemployment: April 1975 . Washington, D.C.: USDOL, Manpower Administra- 
tion, 1975. 
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The University of Michigan 
Media Center Library 
School of Education 



MANPOWER LEADERSHIP PROGRAM 
RESOURCE MATERIALS 

SUPPLEMENT II 

Argyris, Chris. Integrating the Individiial and the Organization .. New York: 
John Wiley S Sons, Inc., 196^^. 

Becker, Gary S. The Economics of Discrimination . 2nd edition. Chicago: The 
University of Chicago Press, 1957. 

Benjamin, Alfred. The Helping Interview . 2nd edition. Boston: Houghton 
Mifflin Company, 1969. 

Bennis, Warren G. , Benne, Kenneth D., and Chin, Robert (eds.). The Planning 
of Change , 2nd edition. New York: Holt, Rinehart and Winston, Inc., 
1961. 

Bowen, William G. , and Finegan, T. Aldrich. The Economics of Labor Force 
Participation . Princeton, New Jersey: Princeton University Press, 
1969. 

-BriggS',— Norma , — Women-in- Appx^enticoship — Why-Not? — f Manpower-^-Research-Mono- — ~ 
graph. No. 33.) Washington, D.C.: USDOL, Manpower Administration , 

Broadwell, Martin M. The Supervisor and On-the-Job Training . 2nd edition. 
Reading, Massachusetts: Addison-Wesley Publishing Company, 1969. 

Cassell, Frank H. The Public Employment Service: Organization in Change . 
Ann Arbor, Michigan: Acadeaiic Publications, 1968. 

Chabotar, Kent J., and Lad, Lawrence J. Evaluation Guidelines for Training 
Programs . Lansing, Michigan: State of Michigan, Michigan Department 
of Civil Service, 197U. 

Clague, Ewan and Kramer, Leo. Manpower Policies and Programs: A Review , 

1935-75 . (Studies in Employment and Unemployment 7) Kalamazoo, Michigan 
The W. E. Upjohn Institute for Employment Research, January, 1976. 

Cohen, Malcolm S. On t he Feasibility^ of a Labor Market Information System . 
Vol. II. A Report Prepared for U.S. Department of Labor, Manpower 
Administration, Office of Research and Development, Washington, D.C., 
for^ the Period July 1, 1970 - June 30, 1974. Ann Arbor, Michigan: 
The University of Michigan, Wayne State University - Institute of 
Labor and Industrial Relations, June, 1974. 
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Craig, Robert , and Bittel, Lester R. (eds.). Training and Development 
Handbook • New York: McGraw-Hill Book Company, 1967 • 

Ferman, Loiiis A. Job Development for the Hard~to-Employ . (Policy Papers in 

Human Resources and Industrial Relations, No. II, ) Ann Arbor, Michigan: 
The University of Michigan - Wayne State University, Institute of Labor 
and Industrial Relations, January, 1969* 

Ferman, Louis A,, Kornbluh, Joyce L. , and Miller, J. A, (eds,). Negroes and 
Jcbs . Ann Arbor, Michigan: The University of Michigan Press, 1968. 

Freedman, Marcia. The Process of Work Establishment , New York: Columbia 
University Press, 1969. 

Ginzberg, Eli. Manpower Agenda for America . New York: McGraw-Hill Book 
Company, 1968. 

Goldstein, John H. The Effectiveness of Manpower Training Programs: A Review 
of Research on the Impact on the Poor . (Studies in Public Welfare, 
Paper No. 3. ) A Staff Study Prepared for the Use of the Subcommittee 
on Fiscal Policy of the Joint Economic Committee, Congress of the United 
States. Washington, D.C. : U.S. Government Pr*inting Office, November 20, 
1972. 

Gordon, David M. Tlieories of Poverty and Underemployment: Orthodox, Radical , 
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MANPOWER LEADERSHIP EDUCATION PROGRAM 

The Manpower Leadership Education Program at The University of Michigan, 
consisting of two components, was launched in September 1975, Twenty manpower 
practitioners are currently enrolled in the program's graduate degree program 
component. The second component consists of a series of three one-day state- 
wide ^^orkshops for manpower officials. 



THE CONFERENCE ADVISORY BOARD 

The Program's Conference Advisory Board has planned the first of the three 
conferences for November 15, 1975 at the Rackham Amphitheater on The University 
of Michigan campus in Ann Arbor. The two additional conferences are tentatively 
scheduled for January and March of 1976 at other locations in the state. 



ADVI SORY BOARD MEMBERS 

Price Banks, Director, Livingston County D^.partment of Internal Affairs 
Alan Becker, Deputy Director, Manpowii -^oartment. City of Detroit 
Paul Bigley^; -DlTectoir^--RegiaTr li -M?»^^- Consortium 

Alan Briscoe, CETA Director, Flint, oeuti* . Lapeer, Shiawasee Counties 
Thomas Hazlewood, Director, Central Upper ! eninsula Manpower Consortium 
Robert Pendleton, Deputy Director, Bureiiu < Manpower, State Department of Labor 



ACADEMIC CREDIT 

University of . Michigan academic credit is available for those attending all 
three conferences. If credit is desired, contact Professor Daniel E. Vogler^ 
Occupational Education Programs, The University of Michigan, knn Arbor (phone 313/ 
764-8423). 
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EMPLOYMENT, UNEMPLOYMENT AND EDUCATION 

SATURDAY, NOVEMBER 15, 1975 

'ackham Amphith^rater The University of Michigan 

Ann Arbor 



9:00- 9:30 ai^i REGISTRATION 
9:30-10:45 am OPENING COMMENTS 



Daniel E. Vogtevy Director ^ Manpower Leadership 
Education Program^ The University of Michigan 

Wilbur c7. Cohen^ Dean of the School of Education^ 
The University of Michigan 



''THE EMPLOYMENT OUTLOOK IN W IIGAN" 

William Habere Former Dean of the College of 
Literature^ Science and the Arte; Professor of 
EconoinicSy Emeritus; Advisor to the Executive 
Officers of the University . 



10:45-11:15 COFFEE BIISAK 

11:15-12:30 REACTOR PANEL 

Introduc i:ions : 

Joseph V. Tumay Coordinator ^ Manpower Leadership 
Educaticr Program^ The University of Michigan 

Moderator : 

Balph Wenrich, Professpr^ Occupational Education 
Programs^ The University of Michigan 

Panel Members: 

Paul Bigley^ Director ^ Region II Manpower Consortium 
Hon. Wendell Brooks^ Chairperson^ Northwest Michigan 

Manpower Consortium 
Hon. Herman Ivory ^ Chairperson^ Muskegon County 

Board of Commissioners 
Hon. Maryann Mahaffey^ Councilperson^ City of Detroit 
James Saari^ Director^ Westeim Upper Peninsula 

l- mpower Consortium 



GENERAL INFORHATIQN 



location - The Kellogg Center for Continuing Education on Harrison Road 3t 
Michigan Avenue, on the Ccsmpus of Michigan State University, East Lansing, 
Michigan. The Center is readily accessible from all expressways via l)S-127 
and I'kSh. Travelers should exit on Trowbridge Road and, as it ends, turn 
left on Harrison Road to the gated parking lot adjacent to the Center. 

Both East Lansing's bus station and the^ regional Amtrak station are within 
about a half-mile of the Center. Taxis<serVe between the Center and the 
Capitol City Airport (served by North Central and United Airlines), 

Maistratlon - Please complete and return the enclosed Invitation Acceptance 
card as soon as possible to assure preparation of conference materials in 
your narc. ■ Upon arrival at the conference, please check in at the regis- 
tration desk to pick up your name badge and conference inaterials. 

Parking - Adequate pay parking Is available adjecent to the Kellogg Center; 
overflow parking Is available at Harrison Road and Kalamazoo Street, one- 
half block from the Kellogg Center. The parking fee Is 25{ upon exiting. 

Housing • Accomodations are available at the Kellogg Center. Rates: 
Single $16, Twin $10 per person. Please contact the Kellogg Center directly 
If you desire overnight accomodations, mentioning the name of 'the program, 
the type of accomodations you deslrej and your approximate arrival and 
departure times. Kellogg Center for Continuing Education, Michigan State 
University, East Lansing, Ml ^1882^1. Rquests for accommodations should be 
received at least two weeks prior to the program If possible. 

For further Information • The University of Michigan Extension Service, 
Department of Conferences and Institutes, l|12 Maynard Street, Ann Arbor, 
Ml ^18109; Telephone (313) 76i|-530i 
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SCHOa OF EDUCATION 
THE UNIVERSITY OF 



MANPOWER LEADERSHIP PROGRAM 

School of Education 
The University of Michigan 



THE MANPOWER LE ADERSHI P 
EDDCATIQN PROJECT 

The Manpower Leadership Education Pro- 
ject at The University of Michigan 
consists of two components. The first 
component, a graduate degree credit 
prograni was launched in September 1975. 
Twenty nanpower practitioners from 
throughout the state are currently 
enrolled in the program. The second 
component, a series of three state-vide 
conferences on manpower, is intended to 
provide public officials and community 
leaders with an expanded understanding 
of cm and the need for meeting 
Michigau's uneiploynient crisis. 

CONFERENCE I 

The first of the three seminars, enti- 
tled ''Efliploynent, Unemployment, and 
Education," was held on The University , 
of Michigan campus in Ann Arbor on 
November 15, 1975. Professor William 
Haber delivered a in,jjor address relating 
to the economic outlook and its implica- 
tions for manpower planning in Michigan. 
A panel comprised of locally elected 
officials and CETA prime sponsor direc- 
tors reacted to the presentation- 
focusing and redefining issues and 
problems related to administering man- 
power programs during a period of 
financial exigency. Over fifty of 
Michigan's key persons in the fields 
of manpower and occupational education 
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commcE 11 ' "cm: Mmm Fimm^ conference m - "is ceta enough^" 

The third conference,' to be held on 
March 6, 1976 in the Engineering 
Society of Detroit Theater, located 
in the Rackham Building in Detroit, 
will focus upon the future directions 
of manpower and occupational educa- ■ 
tion legislation and funding. 

The conference theme, "Is CETA Enough?" 
will be addressed by United States 
Representatives: 



LOmOU: 


Room 101, Kellogg Center, 




Michigan State Mvemtij 




East Lansing 


dm: 


JanwiTij 11, W?S 


m: 


a.m. to n:W p.m. 


wncs: 





Mml, State and Local Roles 

Regulations end Intevpretations 

definitions and Frooedum 

Legal Mhontij of the Mm 
S^onsof 

Technical Assistance Suppvt 
Monitonng' and RepoHing 
. The futm of Manpom Legislation 
SPEMRS: 

donald Bakef, Staff, Comittee 

on Education and Labor, 
4 rtf) Mhington, d.C. 

Richard C. Gilliknd, Regional 

administrator, Etaploymnt and 

Training, Region \', Chicago 
Robert hndleton, deputij director, 

Michigan Bureau cf topoyer 



The Honorable Augustus Hawkins, 
Democrat, California 

The Honorable Albert H. Quie, < 
Republican, Minnesota ° 

The two congressmen, both extensively 
involved in molding legislation for 
manpower and occupational education, 
will discuss the prevailing mood of 
congress toward existing and additional 
manpower related legislation. 

RECiISTRAW FOR TEE UWm 17. WS • 

comREm 

There is no registration fee for the 
Januarij 11 eonfemce. Flease ca'tpUte 
the attached registration form and re- 
tm it before ^onuarij Ho; ^ ^ 

The University of Michigan * 83 
Extension Service 

Conferences and Institutes 

35(7 S. 

kn thor, MI mOd 



Tills mfmnce is sponsored by the 

MANPOWER LEADERSHIP EDUCATION PROJECT 

School of Education 
The University of Michigan, Ann Arbor ,:. 



Forjurlher infomalm, mkct: 

Tlie University of Michigan Extension Service 
Address: 350 So. Thayer, Ann Arbo. 48109 
Phone:(313)764-5304 



LOCATION OF CONFERENCE 

The Helen De Roy Auditorium is located on the campus 
of Wayne State University in Detroit, Michigan. The 
auditorium is directly behind the Prentis Building on the 
west s'de of Cass Avenue Between W. Warren and Kirby. 



Associate CootdinatorMLEP: 
J. MICHAEL ERWIN 



Special Conference Coordinator; 
FPANCESNORRIS 



HURON 



PRESS 



% MANPOWER LEADERSHIP EDUCATION PROJECT ^ 
The University of Michigan School of Education 
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A SPECIAL INVITATION 



ABOUT THIS CONFERENCE 

Tk goal of jeiml mmpower and oaupalioMl edrntion le^isk- 
Hon is dimled lomrd mdximizui^ joh opportunilm and economic 
semitjjorall Amricam idling and (ihk to work. Our nation's leaders, 
the Con^re^s and political candidates in this ekdion year are already 
advancing a mdely of programs to stem Ihe tide of memplojment and 
revilalize the country's economy. 

These programs will have parlicukr significance for the Detroit 
metropolitan area and the slate of Michigan which have been acutely 
affected by problems of unemployment and recmon. 

The Manpower Leadership Education Project of The Umrsily 
t)f Michigan School of Education is sponsoring this invitatioPMl con- 
ference on the campus of Wayne State University. It is intended to 
provide an opportunity for elected officials, manpower and vocational 
advisory committees, agencies, educators, community organizationsy 
business and labor representatives to discuss these prohlems with 
Congressmen Hawkins and ()uie. 

The two Congressmen have both been extensively involved in 
molding legislation for manpower pknning,- training, occupational edu-^ 
cation md mploymenl. They wiil discuss with you whether current 
legislation such is the Comprehensive Employment and Training Act 
(CETA) has bea effective in r^mling the needs of the nation. They 
will also examine the prevailing mood of Congress regarding existing 
and additional manpower legiskion. 

Congressman Hawkins is a co^sponsor with Senator Humphrey 
of the widely discussed Equal Opportunity and Full Employment 
Bill Congressman ()uie is one of the leading advocates and sponsors 
of meaningf'd occupational education and training legisktion in Congress, 

Your cv .jmnce admnsion md is mlosed, We are also enclosing 
mml extra cards which way be given io associates who shm your 
intcresl in this conkrme, 



TO i/ISCUSS 



For additional cards or further informalion pkae call T/ic 
[merely of Michigan Extension Senke: (iHj Ann Arhor, 
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TO FOIL E 

U.S. REPRESENTATIVES 




HON. AUGUSTUS HAWKINS 
Democrat, California 



HON. ALBERT H.OUIE 

Republican, Minnesota 



SATURDAY, MARCH 6, 1976 
HELEN DE ROY AUDITORIUM (Lower) 
WAYNE STATE UNIVERSITY 

COFFEE RECEPrm mam 

commcEmam-mopm 



WELCOME: 

RONALD W: HAUGHTON 
Vice-President of 
Urban Affairs 
Wayne Stale University 



MODERATOR: 

DR. DANIEL E.VOGLER 
Prof, of Occupational Education 
Projecv Director, MLEP 
Univcrsilv of Michigan 



II 
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PROJECT COORDINATOR, MLEP 
Joseph V. Tuma, Director 
Manpower Education Programs 
Inst, of Labor &!nd. Relations 
University of Michigan - Wayne State University 
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MANPOWER LEADERSHIP EDUCATION PROJECT 
CONFERENCE SERIES 
EVALUATION REPORT 



Mike Erwin 
April 26, 1976 
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T he Questionnaires 

Questionnaires were prepared for mailing to two groups 
of people. The first group, comprised of the 53. people who 
attended at least two of the three conferences, \^as sent a 
questionnaire (Questionnaire 1) requesting the following in- 
formation (1) position, (2) evaluation of conferences for six 
criteria areas, (3) reasons for not attending a conference, 
(4) interest in the ten conference topics suggested bv :>ersons 
attending the January 17 conference, (5) preferences r changes 
in the conference format, (6) preferences for conference loca- 
tions, and (7) additional cor.iients or suggestions. 

The second group of people to whom questionnaires were 
mailed is comprised of 27 locally elected officials and CETA 
directors v/ho did not att nd any conferences. The question- 
naire (Questionnaire 2) mailed to this group of people was 
identical to the questionnaire discussed above except for the 
omission of item 2, evaluation of conferences for six criteria 
areas. (Copies of both questionnaires are included in the 
appendix to this report.) 

By April 21, 41 of the 80 questionnaires had been re- 
turned. Attendees had a return rate of 53.5 percent v/hile 
non-attendees had a return rate of 37.0 percent. 



The Respondents and Groupings 

Respondents to Questionnaire 1 (in descending order of 
frequency) included: CETA directors, 12; CETA staff, 11; state 
agency staff, 2; and locally elected official, sub-contractor, 
federal agency staff, planning council member. Manpower Ser- 
vices Council membeit and student, 1 each. In order to analyze 
the rankings of the respondents by position, three groups will 
be compared: (1) CETA directors; (2) CETA staff, and (3) Other 
(the eight respondents in ron-director , non-staff persons). 

Responding to Questionnaire 2 were 7 directors and 3 
elected officials. Where it is useful to do so, the average 
ratings of this group of ten will be compared to the ratings 
of one or more of the three groups mentioned in the preceding 
paragraph. 

Due to the low number of responses from elected officials, 
just four for the two questionnaires, it could be misleading to 
compute their ratings. Therefore, information on the opinions 
of an important group are missing from this report. 
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Ratings of the Three Saturday Conference s 

Respondents to Questionnaire 1 were .iced to rank each 
conference they attended on a scale of 5 (excellent) to 1 (poor) 
for each of six criteria areas. Twenty people provided ratings 
for the Novemter conference, 30 for the January conference and 
25 for the March conference. Shown below are their average 
rating for the six criteria areas for each of the three Saturday 
conferences for the series as a whole, and the matheinat ical 
scale for interpreting the mean ratings. 



1. 


00 - 


- 1. 


79 


- Poor 


1. 


80 ■ 


■ 2. 


59 


- Fair 


2. 


60 - 


- 3. 


39 


- Good 


3. 


40 - 


- 4. 


19 


- Very Good 


4. 


20 ■ 


- 5. 


00 


- Excellent 



CRITERIA AREAS: 


November 
Conference 


January 
Conference 


March 
Conference 


Overall 

Scores 

Rating 


av 


Choice of conference topic 


4.15 


3c77 


3.76 


3.89 


b. 


Choice of speaker (s) 


4.21 


3.ZQ 


3.79 


3.79 


c. 


Choice of location 


3.70 


4.03 


3,52 


3.75 


d. 


Opport ^Tity for participant 
interact.-- n with speaker 


3.55 


3.27 


2.63 


3.15 


©4 


Opportunity for interaction 
with other participants 


3.20 


3.20 


2.83 


3.08 


f. 


Overall value Oi. the 


3.55 


3.47 


3.40 


3.47 



conference 



Included in the Appendix to this report are tables com 
paring the responses of directors, staff, and others for each of 
the six criteria areas for each of the three conferences. Those 
tables show considerably varied ratings among groups of partici- 
pants. Some sen«^e of the variance can be gained more readily 
by examining the overall series ratings shown below. 



Scale: 1.00 ■ 


- 1. 


79 


- Poor 


1.80 ■ 


■ 2. 


59 


- Fair 


2.60 ■ 


- 3. 


39 


- Good 


3.40 - 


■ 4. 


29 


- Very Good 


4.20 ■ 


■ 5. 


00 


- Excellent 
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SERIES RATING FOR 



EACH CRITERIA AREA: 


Directors 


Staff 


Others 


a m 


Choice of conference topic 




3.83 


3.64 


h. 


Choice of speaker(s) 


3.86 


3.67 


4.03 


c. 


Choice of location 


3.70 


3.48 


4.23 


d. 


Opportunity for participant 
interaction with speaker 


3.28 


2.77 


3.46 


e. 


Opportunity for interaction 
with other participants 


3.29 


2.33 


3.63 


f . 


Overall value of the conference 


3.60 


2.98 


3.88 



It should be noted that for each of the six criteria 
areas, Staff ratings were lower than those given by Directors and 
Others. Staff ratings for criteria areas a, e, and f are especially- 
low when compared to the ratings of the other two groups. 



Reasons for Not Attending 

Persons who attended two conferences were asked why they 
did not attend the third. Similarly, persons who did not attend 
any conference were asked their reasons. There was little dif- 
ference between the reasons of the two groups for not attending. 
Ten of the 23 people responding to the question saw the conference 
date as "inconvenient," and five saw the conference locations as 
either too far away or generally "inconvenient." The remaining 
reasons varied from snowstorms and vacation to lack of knowledge 
that the conference was being held (on the part of two staff 
members). 



Topics for Future Conferences 

Nearly twenty different topics for future conferences 
were suggested by persons attending the January 17, 1976 confer- 
ence in Lansing. Topics mentioned by three or more persons were 
listed on both Questionnaires 1 and 2. Attendees and non-atten- 
dees were asked to check each topic according to whether they 
had "little or no interest in the topic," "moderate interest," 
or "strong interest." 

For the purposes of comparing preferences for each of 
the topics listed below, the following scale should be used: 
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Scale: 1.00 - 1.66 - Little or No Int^X^est 
1.67 - 2.33 - Moderate Interest 
2.33 - 3.00 - Strong Interest 



TOPICS: Directors 

a. innovative programs 2.73 

b. program evaluation and 
monitoring 2.82 

c. budgeting and fiscal 

procedures 2.18 

d. improving staff-elected 
official conrmunication 

and relationships 2.36 

e. future federal legislation 2.45 

f . labor market analysis and 
planning 2,44 

g. stimulating potential 

employer's support for CETA 2.55 

h. interagency coordination 

of manpower programs 2.73 

i. career counseling and 
development 2.27 

j. Michigan's economic climate 2.27 



Iton- All 
Staff .llOth^J^ ^^ttendees GrouEs 

,4 



2.64 2.3^ 



2.73 2.2^ 



2.00 Z.qO 



2.36 
2.82 

2,55 

2.55 

2.09 

1.91 
1.91 



2.7^ 
2,8^ 

2.20 

2.7^ 

2.7^ 

2,00 
2.8^ 



2.50 2.60 



2.50 2.60 



2.00 2.05 



X.80 
2.70 

2.30 

2.86 

2,00 

2.00 
2.30 



2.30 
2,70 

2.44 

2.65 

2.38 

2.10 
2.42 



While ratings for the suggested topics ^J)pe3r quite high 
overall, the fact that the topics were originali/ suggested by con 
ference participants probably explains the rating?. Only three of 
the ten topics, budgeting and fiscal procedures, ijnproving staff - 
elected official relationships, and career couns^-^ing ^nd develop- 
ment hold less than a strong interest for respojic^-^nts . 



Changes in Conference Format 

Respondents were asked to indicate whei^^er they Woul<i be 
more or less likely to attend next year's conferences if changes 
in the conference format were made. Shown belov ^t"e th© percent- 
ages of persons more likely to attend the conference if certain 
changes are made. 
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Percent More Likely to Attend 
1975-76 Non-^ 
Attendees Attendees 



a. held on weekdays 

b. oriented more toward providing 
specific technical skills and 
information than toward providing 
current information on issues 
and problems in manpower 

c. day-long conferences rather than 
half-day conferences 

d. comprised of several small, topic 
oriented discussion groups rather 
than one large, lecture-discussion 
group 



64.5 



67.9 
58.6 



48.3 



100.0 



75.0 
66.7 



55.6 



Total 
72.5 



69.4 
60.: 



50.0 



Locations for Next Year's Conferences 

Respondents were asked to indicate whether they would 
be' likely or unlikely to attend a conference held in different 
cities in the State. Eleven cities in the upper and lower penin- 
sulas were suggested. Shown below are the percentage of persons 
indicating that they would be likely to attend. 

Percent Likely to Attend ^ 







1975-76 
Attendees 


Non- 
Attendees 


Total 


a. 


Alpena 


13.3 


10.0 


12.5 


b. 


Ann Arbor 


83.3 


60.0 


77.5 


c. 


Bay City - Saginaw 


53.3 


0 


40.0 


d. 


Detroit 


73.3 


50.0 


67.5 


e. 


Escanaba 


17,2 


20.0 


17.9 


f . 


Flint 


66.7 


20.0 


55.0 


g- 


Grand Rapids 


60.0 


50.0 


57,5 


h. 


Jackson 


66.7 


30.0 


57.5 


i. 


Kalamazoo 


55.2 


40.0 


51.3 


j. 


Lansing 


100.0 


60.0 


90.0 


k. 


Traverse City 


27.6 


20.0 


25.6 
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The figures above suggest that the best location for 
a conference is Lansing followed at some distance by Ann Arbor 
and Detroit. The figures also suggest that no matter where the 
conferences are held next year, the persons who did not attend 
this year are relatively less likely to attend next year. 
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Appendix 

November Conference 

Criteria Areas: Di rectors Staff Others 

a. Choice of conference topic 4.25 4.25 , 3.75 

b. Choice of speaker (s) 4.09 4.50 4.25 

c. Choice of location 3,67 3.25 4.25 

d. Opportunity for participant 

interaction with speaker 3.58 3.00 4.00 

e. Opportunity for interaction 

with other participants 3.33 1.75 4.25 

f . Overall value of the 

conference 3.67 2.75 4.00 



Criteria Areas: 
a. Choice of conference topic 
Choice of speaker (s) 
Choice of location 



January Conference 

Directors 



e. 



Opportunity for participant 
interaction with speaker 

Opportunity for interaction 
with other participants 



f. Overall value of the 
conference 



4.18 

3.70 
3.82 

3.45 

3.55 

3.82 



Staff 
3.64 
2.91 
4.09 

3.00 

2.73 

3.00 



Others 
3.38 
3.63 
4.25 

3.38 

3.38 
3.63 
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March Conference 

Criteria Areas: Directors Staff Others 

a. Choice o£ conference topic 3,90 3,60 3.80 

b. Choice of spealcer(s) 3.78 3.60 4.20 

c. Choice of location 3.60 3.10 4,20 

d. Opportunity for participant 

interaction with speaker 2.80 2.30 3.00 

e. Opportunity for interaction 

with other participants 3.00 2. SO 3.25 

f. Overall value of the 

conference 3.30 3.20 4.00 
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MANPOWER LEADERSHIP EDUCATION PROJECT 
CONFERENCE SERIES EVALUATION 
APRIL 1, 1976 



Please respond to each of the following questions candidly. Responses will be 
reported in the aggregate and will greatly assist us In planning future conferences, 

1. Your position: 

^locally elected public official 

^CETA director 



CETA staff 



sub-contractor 
state agency staff 
university faculty 
other (please specify) 



2. Please check the conferences you attended. 

November 17 conference in Ann Arbor 

January 16 conference in East Lansing 

March 6 conference in Detroit 

3. Using the rating scale below, please record your reaction to each criteria 
area for the conferences you attended: 

RATING SCALE: 5-excellent; 4-very good; 3-good; 2-fair; 1-poor. 

November January March 

CRITERIA AREAS: Conference Conference Conference 

a. Choice of conference topic " 

b. Choice of speaker (s) 

c. Choice of location 

d. Opportunity for participant 
interaction with speaker 

e. Opportunity for interaction 

with other participants 

f. Overall value of the 
conference 
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Please complete this item only if you did not attend one of the three 
conferences. Please check the statement below which most nearly describes 
your main reason for not attending. 

was unaware the conference was being held 

conference location was too far away 

^conference was held at an inconvenient time 

^conference topic was not of sufficient interest 

^conference speaker (s) was not on a par with speakers at 

other conferences 

e arlier MLEP conferences were of insufficient value to warrant 
attending 

other (please explain) 



The following topics were among those most often suggested by persons 
attending the January 17, 1976 conference for usje in future conferences. 
Please indicate your interest in each topic. 

Little or No Moderate Strong 
Interest Interest Interest 

a. innovative programs 

b. program evaluation and 

monitoring 

c. budgeting and fiscal 

procedures 

d. improving staff -elected 
official communication 

and relationships 

e. future federal legislation . 

f . labor market analysis 

and planning 

fe. stimulating potential 

employer's support for CETA ^ 

h. interagency coordination of 

manpower programs 

i. career counseling and 

development . 

J. Michigan's economic climate ^ 

k. other ^ 
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Would you be more or less likely to attend next year*s conferences ii they 
were to be: 

More Likely LeSQ Likely 
to Attend tQ^ Attend 



a. held on weekdays 

b. day-long conferences rather than 
half-day conferences 



c* comprised of several small » topic 
oriented discussion groups rather 
than one large « lecture'^iscussion 
group 



d. oriented more toward providing specific 
technical skills and Information than 
toward providing current information 
on issues and problems in manpower 



This year's conference sites were chosen on the basis of their convenience 
for large numbers of people. We would like to consider additic^^^^l areas 
as conference locations. Please indicate how likely It would that you 
would attend a conference in the following locations: 



Areas 

a. Alpena 

h. Ann Arbor 

c. Bay City-Saginaw 

d. Detroit 
e • Escanaba 

f. Flint 

g. Grand Rapids 

h. Jackson 

1 « Kalamazoo 

j . Lansing 

k. Traverse City 



Likely Unlikely 
to Attend tSLAttend 



In the space below, please provide any additional observations ^nd/or sug-* 
gestlons you may have regarding the conference series, (Pleas^ ^se the 
back of this sheet if you need additional room.) 
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MANPOWER LEADERSHIP EDUCATIOM PROJECT 
CONFERENCE SERIES EVALDATION 
APRIL I, 1976 



Please respond to each of the questions candidly. Responses will be reported 
in the aggregate and will greatly assist us in plahniug future conferences. 

Your position: 

locally elected public official 

CETA director 

2. Please check the statement below which aiost nearly describes your main 
reason for not attending any of the MLEP conferences. 

w as unaware the conferences were being held ^ 

^conferences were held ^ Inconvenient tines 

^conference locations « too far away 

conferences were held at inconvenient locations 

conference topics were not of sufficient Interest 

^conference Speakers seemed unlikely to have much of value to say 

pother (please explain) ^ 



3. The following topics were among those most often suggested by persons 
attending the January 17, 1976 conference for use in futiire conferences. 
Please indicate your interest in each topic* 

Little or No Moderate Strong 
Interest Interest Interest 

a. innovative programs ^ 

b. program evaluation and 

monitoring 

c. budgeting and fiscal 

procedures 

d. improving staff-elected 
official communication 

and relationships 

a. future federal legislation 

f. labor market analysis 

and planning . 
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(cont'd) 187 

Little or No Moderate Strong 
Interest Interest Interest 

8. stlmiilating potential 

employer's support for CBTA 

h. interagency coordination of 

nanpover programs 

1. career coxinsellng and 
development 

j. Michigan's economic clloatt.' ____ 

k. other 



Would you be more or less likely to attend next year's conferences if they 
were to be: 

More Likely Less Likely 
to Attend . to Attend 

a. held on weekdays 



b. day-long conferences rather than 
half-day conferences 



c. comprised of several small » topic 
oriented discussion groups rather 
than one large » lecture^iscussion 
group 



d. oriented more toward providing specific 
technical skills and information than 
toward providing current Information 
on Issues and problems In manpower 



This year's conference sites were chosen on the basis of their convenience 
for large numbers of people. We would like to consider additional areas 
as conference locations. Please indicate how likely it would be that you 
would attend a conference In the following locations: 

Likely Unlikely 
Areas to Attend to Attend 

a. Alpena 

b. Ann Arbor 

c. Bay City-Saginaw 

d. Detroit 
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(contM) 

Likely Unlikely 
Areas to Attend to Attend 

e. Escanaba * 

f, Flint 

g* Grand Rapida ^ 

h- Jackson 

i. Kalamazoo 

j , Lansing 

k. Traverse City 

In the space below, please provide any additional observations and/or 
suggestions you may have regarding the conference series • 
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REPORT OF THE COu ERENCE 
ADVISORY COMMITTEE^S RECOMMENDATIONS 

The MLP Conference Ad^^ " ittee convened on 

April 29 for the purposes ting the 1975-76 con- 

ference se'T'ies and (2) making . ccummendations related to the 
1976-77 series. Following a report on an evaluation question- 
naire sent to conference participants and non-participants, 
the Committee discussed the different ways in which the 1975- 
76 series exceeded, met or fell short of their expectations. 
Rather than providing a narrative of that discussion, this 
report incorporates those comments into the Committee's recom- 
mendations for the 1976-77 series where they seem most appro- 
priate. 

Recommendations of the Committee 

Background Discussion: Two separate series of conferences 
should be sponsored by MLEP . 

The first series would address the specific role and 
functions of participant groups. The second would more closely 
resemble the 1975-76 series in that it would attempt to provide 
information on current and impending developments in the man- 
power field. 

Recommendation 1 : The first series should consist of four con - 
ferences to be held at the same location during a period not to 
exceed eight weeks and should involve (1) locally elected offi - 
cia]s_|^ (2) local planning council members, and (3) CETA directors 
and their staff . 

The first conference should be for elected officials only 
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and should teke place at an attractive location, preferably 
near Lansing. In order to further encourage attendance, MLP 
should inforip officials that the program will pay for all con- 
ference related expenses should the officials so wish. The 
conference should last between a i y nr lay and one-half 
and should allow free time in the ever^^iu for informal discus- 
sions among officials. 

The second conference should be identical in format to 
the first but should involve local planning council members only. 
Once again, the expenses of participants should be subsidized 
where necessary. 

The third conference, to be held on a weekday, should 
involve CETA directors and their staff. The committee felt 
that subsidizing the attendance of this group is less impor- 
tant than holding the conference on a weekday. 

Since each of the first three conferences v;ould be aimed 
at assisting participants in arriving at a better understanding 
of their own role in CETA vis-a-vis the roles of others, feed- 
back from earlier conferences would be provided at the second, 
third, and especially, the fourth conference. The latter would 
involve all three groups of participants in the earlier con- 
ferences and would be aimed at an inter-group sharing of knowl- 
edge, techniques , concerns , and problems . This fourth confer- 
ence would be a one-day conference lasting from 4 1/2 to 5 1/2 
hours . 

Re c ommo nd at i on 2 : The third scries of conferences should con- 
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sist of one or more conferences open to all in^ ^rs^ Jthe 
CETA community > 

The primary emphasis of this series shoU-^^ be Upon pro- 
viding a conceptual orientation to manpower prc^^J^ems* Lil^e th^ 
1975-76 series, speake hould be chosen from ^^ong the state's 
leading academician ana national authorities. Topics dis^ 

cussed may or may not include those identified tb^ evaluation 
questionnaire. Locations suggested for the coi^^^rerx^^s Were 
Ann Arbor and Lansing. 

Recommendation 3: An attempt should be made ^ ^^oqt'Ainjje 
MLP^s efforts in the area of providing what Cp i^ b^^ 
technical assistance with the efforts of othe^ ^j^ougs^ ijl^the 
state * 

In addition to avoiding unnecessary duplication of e^" 
forts, the Committee felt that better communication ^ud Zoot- 
dication with such groups would result in earn^'^g th^ir Coop- 
eration for and endorsement of MLP conferences/ 
Recommendation 4: The Conference Advisory Coj nr<> ^tt 
expanded so as to include representatives of mernbers^g^ 
CETA community. At present, membership on the ^^ommi^tee^ is 
limited to directors . 

The Committee suggested that directors/ elected offi- 
cials, and planning council members participate on ^ continuing 
basis in the planning and evaluation of the tv^ 1975'*76 Con^ 
f (yr en^e s e r^^^ _ Project staff support will be Ayov^^^^ ^[ 



207 



APPENDIX H 



THIRD-PARTY EVALUATION REPORT 



'4 



ERIC 



208 

193 



194 



June 8, 1976 



UNIVERSITY OF MICHIGAN K'i^POIv'ER LEADERSHIP 
EDUCATION PROJECT 
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I . Scope of the Inquiry 

This report is based on examination of MLP materials (including 
student evaluations) submitted to the evaluation teiun by Dan Vogler; 
Interviews with students; interviews with facu'^.ty and instructors in 
MLP; and interviews with employers of students in the program • The 
evaluation team conducted these interviews separately and met before 
and after the interviews to coordinate the approach and to consolidate 
their findings. The evaluation team wishes to acknowledge the unfail- 
ing cooperation of the MLP staff, students, and employers in furthering 
the evaluation effort. 

II. Goals of the Project 

In general, the eval\iation team feels that a Master's degree pro- 
gram organized in the manner of MLP is an appropriate model, for train- 
ing staff in the manpower field. The emphasis on leadership in manpow- 
er programs is appropriate because of the crucial need for the development 
of expertise and administrative skills in the conduct of employment and 
training programs at the state and local levels under the Comprehensive 
Employment and Training Act. The leadership model, including the award 
of a Master's degree, is particularly valid for upward-mobile .staff in 
manpower programs for whom such a degree may open doors that would be 
otherwise closed to them. Under the MLP established in the first year, 
•'leadership" has been defined broadly to include first-line supervision 
and those who take a leading role in job development and counselling ac- 
tivities. This broad definition of "leadership," however, calls for spe- 
cial attention to the selection of students for the program and for the 
7)rgaui¥arion^^^<^^^^ TheseTLssues are 

discussed in more detail below. 
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The program design offers a good base for the development and test- 
ing of manpower program concepts as well as leadership skills. It allows 
for depth of instruction in a ntimber of important subject-matter areas, 
and it provides' a procedure for trainee accountability as well as rewards 
for the trainee. 

The MLP approach in involving active practitioners in the instruc- 
tional program, working in close relationship with academicians, offers 
the greatest potential for the development of leadership skills re^n^ 
in the manpower field. This combination helps to assure that the program 
will be relevant and up-to-date and yet rooted in sound theories and prin- 
ciples « 

in. Accomplishments 

It is the general conclusion of the evaluation team that the organi- 
zation and operation of MLP represents a significant accomplishment. 
MLP in its first year has met all of its operational objectives, has 
assembled a talented and dedicated staff, and has established a firm 
basis for further development of the program. 

The suggestions for reorientation of the program contained in this 
report are not intended to detract from MLP's worthy accomplishments in 
the first year. 

IV. Problems Arising from the Diversity of Students 

The program was not completely successful in meet±ng student and 
prime spaasor needs, partly because the student body had such diverse 
backgroisa^ and goals. It was difficult for individual instructors and 
for the program as a whole to gear course content and instructional level 

--ta-the-"sreed9--of--the-^entrbre-student— gr-ou^^^ — The-f-ir^t-^year— st-udent^-in-^ 

eluded directors, high-level technicians, middle-level management, per- 
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sons involved in lower-level operating functions, and some service- 
delivery personnel. It was inevitable that to attempt to conduct an edu- 
cational and training program for students at these diverse levels would 
lead to some student dissatisfaction* 

The directors generally felt that much of the instruction and pro- 
gram materials were not useful at their level ox. program aciini.nistration. 
Many below the directors level felt that the program was beneficial, but 
there were several who expressed the view that the program was too theory- 
oriented and that it had insufficient applicability to the real world of 
employment and training. And yet, a few of the students appeared to be 
more interested in the academic aspects of the program than in the prac- 
tical application to manpower administration. 

Several of the members of the staff also felt that the diversity of 
the student body created some special instructional problems. They noted 
that they felt constrained at times by the limited knowledge and interests 
of some of the student body. 

The program appears to have had its greatest impact on improving the 
skills and job performance of middle -management in manpower programs. It 
Is for this group that the academic perspective appears to be most meaning- 
ful and for whom prime sponsors appear to see their greatest training 
needs. As noted in the final section of this report, it is our suggestion 
that greater emphasis be given to the inclusion of the middle-management 
group among the student body and a consequent concentration on curricular 
materials designai for this group. The potential opening of higher career 
opportunities for middle-management would also be fully in keeping with 
-^the "^leader ship" concept of the pr<^f ram . — t-would^pewii t^graa ter—consls^ — 
tency in the level of instnacrion and in curriculum csmtent. 
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Although we are not prepared to suggest that directors or lower- 
level personnel be excluded from the program, we are cognizant of the 
special problems created in the first year by inclusion i hese groMp. 
If they are to be included in the futxu cmie special ste^ 
taken to meet their needs as suggested in the final section below. 

V. Views of Students 

The student evaluations of instructors were generally favorable and, 
in some cases, glowing. However, as noted above, their diversity in back- 
ground, experience, and goals led inevitably to criticisms of some instruc- 
tors and some courses. Where some found the program too theoretical, 
others complained that it provided little information that was helpful, 
and others urged that there be greater concentration on the practical 
day-to-day administrative and political problems of manpower program ad- 
ministration. 

A number of the students were also critical of the time schedule 
and the time burden placed upon them by MLP. The evaluation team did not 
feel that the burden of work was excessive for a Master's program. However, 
it is natural that some of the students may have felt that the program 
was too time consuming because it was added to their full-time job. This 
problem can best be met by advance instruction as to the requirements of 
an academic Master's degree. The evaluation teamfeels that there should 
be no reduction in the total time or work load required for completion of 
the program. Some students also felt that advance instruction or orienta- 
tion was needed for their employers. They were concemeci that their em- 
ployers did not appear to give full support to their participation in 
-IiLP„and_uiid-not-appear-to-understeand-the-tiirre «t}ui^'CTen — 
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In spite of the ^ 'ewa, it should -»rod that h^- ^he 

students were asked tue aid you recocuiicitd this progr^ to ^ 

close friend who had a position similar to yours?'*, the answer w^^ over- 
whelmingly. "Yes". Thus, the reservations and qualifications con^^^ned 
specif ics rather than the thrust of the program as a whole, 

VI. Views of the Students' Employers 

The students' employers expressed opinions about the progra^^ ^ich 
partly reflected those of the students. Their basic criticism w^s that 
the program material was too theory-oriented and lacked sufficie^^^ appli- 
cability to the day-to-day problems of program administration. 5Qnie felt 
that the program was too time consioming and interfered with the ^^udent:*s 
regular activities in their agency. Many of the employers clearly would 
have preferred a leadership education program that focused more prac- 
tical problem solving in the areas of manpower planning, evaluation, and 
administration. These expectations may have been unrealistic an^ ttiay re- 
flect an unawareness of the broader goals of MLP. On the other ti^nd, as 
noted in the following section, some of these views may have steJ^^^d from 
some real deficiencies in instruction and content. 

VII. Project Staff 

The view of some studeiit:s and their employers that the prog^^ lacked 
sufficient practical applicability may have been due, in part, an 
initial lack of understanding of CETA. operations by some program staff. 
Some of the initial instruction and course outlines reflected md^^ of 
the experience of the I960* s than the CEIA era of the 1970's. S^dents 
~somctrtocr"cofnpra'in^ — 
CETA." Many of these problems probably resulted from the fact t^^^t this 
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was the fitst year of the program and that the program was instituted 
quickly* Although some staff menibers way not have been conversant with 
current manpower program operations at the beginning of MLP, field experi- 
ence, input from students, and contact with current performance brought 
them up to date. Their second year should be much more effective on this 
score. The practical limitations of academic personnel were offset, to 
a considerable extent, by the use of outside sources* These resource 
personnel helped to fill in such areas as the political context of man- 
power programs, legislative dynamics and issues, mobilization of community 
resources, and the influencing of public opinion by manpower administrators. 
While such "practical" input is essential in the MLP model, an intensive 
leadership course for practitioners also requires a sound academic base, 
albeit a base that is congruent with practical applications* 

VIII. The Mix of Courses and Seminars 

The evaluation team feels that the program structure in terms of the 
mix of courses, maxi and mini seminars, extemships, and individual study 
is ideally designed to achieve the objectives of MLP. This mixture calls 
for varying types of student input and participation, all of which contri- 
bute to the achievement of the program* s goals. Although there were some 
student and employer criticisms of the extemships and the time schedule, 
there is no reason to believe that the basic structure and mixture of 
instructional inputs were at fault. 

IX% Courses and Course Content 

2he courses established in the program appear to the evaluation team 
to provide the correct topics for a Master's program in manpower leader- 
~SKi'p:^"no^ieyjet-,~'t^^^ 
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analysis of the curricula reveal some areas for improvement • Each of 
the core courses is discussed in terms of this evaluation information: 

Theories of Administrati ve Organ i2ation --lJhlle a "process" course is 
appropriate for the MLP, the perspectives of the existing course should 
be broadened to include the external organizational relationships that 
comprise the CETA. environment, including the labor market. If possible, 
the course should attempt to be less theoretical, perhaps through the 
use of case studies. It may be that a business administration perspective 
. could provide a more appropriate course; 

Labor Market Informatlon --While the course outline appears too de- 
tailed and technical for a manpower leadership program, the instructor 
apparently was very successful in making adjustments during the course. 
The Labor Market Information course has its greatest impact on students 
insofar as it is able to tie in labor market analysis with program objec- 
tives and important manpower issues; 

Human Resource Programs —The course outline is appropriate. A few 
participants commented that for some topics the relevance to CETA was not 
sufficiently explained. Perhaps the coordination of Vocational Education, 
Vocational Rehabilitation, and HEW manpower programs should be included 
in this course; 

Environmental Information - -This course is perhaps too narrowly fo- 
cused for the MLP. A content course on management functions such as 
planning, evaluation, budgeting systems, monitoring, management informa- 
tion systems, etc., might make better use of this course slot. 

The seminars also appear to have the correct blending of topics. 
However, the project staff would do well to consider some broadening of tl 
topics in the second year, perhaps utilizing the topics included in the 
Q Harvard Institute in Employment and Training Administration. 
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X. Institutional E ffects 

In addition to the obvious effects on students and staff, several 
Institutional effects can be observed. Administrators and some staff 
members in three S':hools and an Institute know much more about CETA and 
about each other's work than before. This cooperation should improve 
the quality of instruction in a wide variety of courses and 7rograjns. 
This program Is also responsible for re-opening the dormant question of 
the desirability of giving degree-granting authority to ILIR. 

XI. Sug;g;estions 

In addition to the suggestions included in the sections above, the 
following should be considered by the MLP staff: 

A, Administrative Home 

There appeared to be some general agreement among those questioned 
by the evaluation team that a logical home for MLP would be the Institute 
of Labor and Industrial Relations. However, ILIR has no degree -granting 
authority, and in the meantime, the School of Education appears to be 
its most logical base. The existence of the MLP program might well serve 
as a starting point in achieving a degree- granting authority for ILIR. 

B. The Student Body 

A more homogeneous student body should be sougjit for the program in 
the second year» The program might attempt to concentrate on persons in 
middle-management positions; and the concept of leadership would be con- 
sistent with the up-grading o* such participants in their jobs and in the 
management hierarchy. Although we did not go so far as to recommend the 
exclusion of directors or of persons in technical or service delivery 
fiinctionr., these groups should be discouraged from enrolling unless two 
"condltion'snsreTSetT — Ehey^shouldnsr^^ — 
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enrollment of the principal focus of MLP on middle management; and if such 
persons as directors are included in any substantial number, special pro- 
vision should be made for them through seminars specifically designed to 
meet their needs. Separate training of directors through mini seminars 
would not only provide specialized information for them, but it would also 
be more attractive because it would require less of their time. Employers 
who participated in these sessions during the first year generally con- 
sidered them to be interesting and valuable. At the same time, an em- 
phasls on middle-management Job performance would allow instructors and 
course content to emphasize actual prime sponsor problems and it would 
permit substantial political and other environmental subject matter re- 
quired in a course in manpower leadership development. In other words, 
although we do not wish to restrict the definition of the term "leadership" 
it could well focus on those who wish to improve their present middle- 
leadership position or who aspire to reach the top. 

C. Scheduling 

In order to meet the student complaint that It was difficult to keep 
up course work and office duties at the same time, MLP staff might con- 
sider the following possible scheduling changes: a stretching out of 
the prograra to two years; a spacing out of the intensive course work 
periods to permit students to get aws^y from their jobs and yet allow a 
sufficient "sink-in" period between instructional phases; and the adoption 
of a *Veek-end college" system to reduce week-long intensive course work. 

D. Geographic Dispersion 

Related to scheduling problems, consideration should be given to 
week-end sessions held in different parts of the state in order to equal- 
ize student travel time and encourage enrollment by those distant from 
Ann Arbor, 
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Z. Limitation on Enrollment 

There is some evidence that enrollment of more than one person from 
a prime sponsor's staff has led to detrimental competition between staff 
members, increased loss of total staff time, and may inhibit frankness 
of discussion in courses and seminars. If limitations on total enroll- 
mcat are necessary, consideration should be giyen to the limiting of 
enrollment to only one person from a prime sponsor's staff. 

Fi Orientation Program for Students' Employers 

Prime sponsors should receive greater information prior to initiation 
of the program concerning its objectives and the amount of time vhich will 
be required of students away from their regular office duties. 
Student Counselling 

Students should be assisted in academic planning in the period 
following MLP, especially the procedures in obtaining the additional 10 
credits needed for their Master's degree* 

Samuel Bernstein 
Rupert Evans 
Gerald Somers 
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enrollment of the principal focus of MLP on middle management; and if such 
persons as directors are included in any substantial number, special pro- 
vision should be made for them through seminars specifically designed to 
meet their needs. Separate training of directors through mini seminars 
would not only provide specialized information for them, but it would also 
be more attractive because it would require less of their time. Employers 
who participated in these sessions during the first year generally con- 
sidered them to be interesting and valuable. At the same time, an em- 
phasls on middle-management Job performance would allow instructors and 
course content to emphasize actual prime sponsor problems and it would 
permit substantial political and other environmental subject matter re- 
quired in a course in manpower leadership development. In other words, 
although we do not wish to restrict the definition of the term "leadership" 
It could well focus on those who wish to improve their present middle- 
leadership position or who aspire to reach the top. 

C. Scheduling 

In order to meet the student complaint that It was difficult to keep 
up course work and office duties at the same time, MLP staff might con- 
sider the following possible scheduling changes: a stretching out of 
the prograra to two years; a spacing out of the intensive course work 
periods to permit students to get away from their jobs and yet allow a 
sufficient "sink-in" period between instructional phases; and the adoption 
of a 'Veek-end college" system to reduce week-long intensive course work. 

D. Geographic Dispersion 

Related to scheduling problems, consideration should be given to 
week-end sessions held in different parts of the state in order to equal- 
ize student travel time and encourage enrollment by those distant from 
Ann Arbor. 
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E. Limitation on Enrollment 

There is some evidence that enrollment of more than one person from 
a prime sponsor's staff has led to detrimental competition between staff 
members, increased loss of total staff time, and may inhibit frankness 
of discussion in courses and seminars. If limitations on total enroll- 
ment are necessary, consideration should be given to the limiting of 
enrollment to only one person from a prime sponsor's staff. 
Orientation Program for Students' Employers 

Prime sponsors should receive greater information prior to initiation 
of the program concerning its objectives and the amount of time vhich will 
be required of students away from their regular office duties. 
Student Counselling 

Students should be assisted in academic planning in the period 
following MLP, especially the procedures in obtaining the additional 10 
credits needed for their Master's degree* 



Samuel Bernstein 
Rupert Evans 
Gerald Somers 
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